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ABSTRACT L - :
. . This training package provides materials to bhild
collaborative relationships and commitment between vocational
educators and employers in order to enhance placement of women and
men in occupations nontraditional to.their sex. The three units of

, the training package are intended for use beyond the ,initial stage of -

raising awareness of the need for sex equity. Unit 1 is designed to.

.update the participants' awareness of the curreht status and . . -,

motibatijn'of nontraditional students and workers. Unit 2 focuses on’ g

’ ; 3

,bréaking down myths and stereotypes by sharimg success stories about
| nontraditional workers and students. The final unit provides training
_ to :achieve skills for positive interactions with nontraditionals, to
} solve potential problems encountered by nontraditionals, and to
| develop mutual action plans for CQ;laboratiYE’B;ggement egies. »
Each unit contains objectives, g/ggilyfoutiine, and learning
- activities. Materials a esigned to provide.4 1/2 to 6 1/2 hours of
| .igstructiorn, ckage also includes 15 handouts, 13 tape scripts
| ,(3 tapeTassettes are available), 40 transparency masters, and 1 set
,,///’Gf/%gge-playing cards. LKC) . . . ' ’
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g ) | UNLO{QKING NONTRADB’IS',IOI\AL CAREERS ‘ |

Y . ¢ Judith A Sechler
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) The purpose of this training package is to build collaborative relationships and commitment
between vocational educatory and employers in order to enhance placem‘ent of women and men in
occupations nontradltlonal to their sex.’ . '

i
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3

Audience: Employer representatlves—especraIly members of Iocal advnsory counclls—
¢ Co. and vocationgl educator representatlves _gither of guidance or, program areas
s {total recommended group snze is 16 25 persons). .

\

.

e Facifitator(s): “  Local placement coordinator, preferably teamed with a local employer 3
' - vocational edugation teacher ora representatlve of the state advssory council.
- . N » -
- Content: i The three units of this training packagg are intended for use beyond the ‘ )
[

' initial stage of raising awareness of the need for sex equity. Unit | is designed

1o update the participants’ awareness of the current status and motivation of

nontraditional students and workers. Unit | focuses en breaking down myths ,

e and stereotypes by sharing success stories about nontraditional workers and

students. Unit Il provides training to achieve skills for positive interactions

- with nontraditionals, to splve potential problems gncountered by nontradi-
tionals, gnd to develop #utual action plans for collaborative placement

o et

strategies. — . v o
7 ‘ e et e e S

ree units varies, dependang upon how many separate
‘ sessions are eonducted Unit | is 60-980 minutes in length. Unit I contains

. five optional 1-hour SGSSIOI"S Unit 111 has four optional 80-minute sesS|ons.
. " (Total estimated duration is 4%-6% hours. ) _ i .

e Resources: ' 3 tape cassettes , . .
' v . . 15 handouts . ) . C . . o S
. 13 tape scripts IS - |
. . +- y . 4B-transparency masters (4 sets) \ - .
K . . .
Q / .. 1 set role pray cards : . :
s - ., U.S DEPARTMENT OF EDUCATION - ’ s
. NATIONAL INSTITUTE OF EDUCATION ¢ -
. (_ EOUCATIONAL RESOURCES INFORMATION THE NATIONAL CENTER v . -
vy: s o FOR RESEARCH N VOCATIONAL EOUCATION - /
N Thrs® document, has been reproduced -as THE OHIO S SJT . *
tecerved from the Darson of orgamzation : 1960 KENNY ROAD COL MBUS OHIO 43210 ’ [
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Prnts of view or opirwons stated in this docu
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Backgrongd: This particular training package is one of four ina series,developea to assist
. state sex equity coordinators. There is a need for collaboration betwekn schools

and industry to énhance placement of men and women in occupations nontradi-
) tional tostheir sex. Consequently, this package is designed to ificrease the ability
_ of vocational educators and employers to deat proactively with nontraditional
students and workers. The approach is holistic in the sense that materials
encourage consideration of a range of nontraditionals’ placement needs from
initial student recruitment to employer support services. Analysts of social ,"- .
) change, as well as'psyehologists, have observed that it is easier to change behavior
{ . ithan attitudes. It follows that sex discrimination.Ts much easier to combat than
‘ sex bias and sex stereotyping. This package addresses the domain of attitudes, " .
. through training with an emphasis upon hands-on experience and exposure to
f/ role models. The role models are advocates of nontraditional placement.with ,

"

success stories to tell. ] = : L
Special ’ . The seqlience of units is inten';ional, but facilit?ors should feel free*within
Instruetions: -“each unit to delete, add, or exchange activities depending-upon participant
' needs and preferences. Before using each unit, become familiar with the ° Ty
. materials and worksffop objectives; do background reading as needed.
Whereyer taped interviews.&ppear, recogrize that live interviews and panels
v . with compatable persons can be substituted if available. Despité the limited -
. . availability of resources dealing with men as nontraditionals, focus where
: ‘possible on the problems and issues pertaining to nontraditionals of both
s ‘ sexes. As.participants wark in farge and small groups, encourage interaction
Y g - between employers and vocational educators. Where possible, encourage
participants to determine the choice and pacing of activities, Foster an
o informal, open atmosphere for participants to develop spontaneity and L
rapport with each other! ’ ,

av
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, 1nterested in UNLOCKING NONTRADIT!ONAL C{AREERS
v © Order«all four Sex Equity Trairfing Packages
Y ’ , : .
. Commumcation’SkHIs RD 215-A .S 14.00 7R
\\ for vocational students - : .
. . t, .
- e Enhancing Placement . RD215-8 !$,20.00.
.for vocational instructors/counselors . - . .
.o~ _and employers  ~ ] > .
~* ' e.Parent Awareness ) ‘ RO 215-C S 5.10 ’
‘ for parents of future vocatnona! students
. e Recruitment Skills __ RD218D § 5.50
for vocational educatars N )
’ .r
Order all four at the special set,price . . * RD215AD. $4400 _ |
[ . ’ “ . N
s - . 4, ™~ 3 ‘
~ N L)
* Each training package-contains %eaching outlines, appropnate handout and transparengy orlgmals
media, speeches, etc. for a complete training workshop These creative materials wnll appeal to
. your audience and unlock new ideas. . : R T )
s ' .ORDERING INSTRUCTIONS ‘
; 0 2 — - — N
When ordering, please use orider number and title. . Quantity Discounts
" Orders of $10.08 or less Should be prepaid. Make Orders of five (5) or more items, - 35 )sted by pubhica-
. remittance payabie to the National Center for - tron order number and ttie, with a total doHar value
Research n Vocational Education Mail ¢7der 0+ o 40/ whe oeder of .
The National Center for Re;earch . § 50 to $100, the, dlscount is* 5%
in Vocauonal Educauion . $101 to $200, the discount is 10% .
4 National Center Publications, Box F * $201 to $300, the discount is 15% .
1960 Kenny Road . . 3301 to $400, the discount is 20%
L _ Columbus, Ohio 43210 : y $401 and above, the discoupt is 25%.
Prices histed are 1n effect at the tme of publication . L. -
I~ of this hook All prices include postage and handhing. Internatlonal Orders .
Prices are subject to changewithout notice> . * Al orders, in any amount, from outside the United *
N . « +  States and its possessions are to be paid m U .S. cur-
¢ rency Additional postage and handling charges may A
\ be addegl for foreign shipments, if necessary.
: . - .t - - - N
For further.information contact: . . . . ~ .
The Program Information Office - X
‘ ~ The National Center for Research’in Vocatlonal Educatnon 5
! The Ohio State University "/ . / o .
. . 1960 Kenny Road ] . \
- Columbus OhIO 43210~ - v, . )
- Telephdne: (614) 486-3655 or (80Q) 848:48%6 "~ . ’ ,
Cable: CTVO’CEDOSU/Columbus Ohio . ' g
¢ . .- .. . . ¢ ~ ;
, ) . .
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THE NATIONAL CENTER - MISSION-STATEMENT: y - -

. ) _The National Center for Reséarch in ¥ocational Education’s mission 15 to increase the ability .
’ of diverse agencies, institutions, and orgamizations to sofve educational problems telating to .
individual career planning. preparation, and progressrcm The National Center fulfills its .
N mission by:”’ . ) . . i :

® Generating knowledge through research

1 L4 .Developlng educational programs and products . -

.

Evaluating individual program'neec{s and buicomes L

Providing informgtron for-national planning 'and_ policy

Installing educational brograms and products : : o

Operating information systems and services . : -

Canducting IeaJershrp development and training programs
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ENHANGING PLACEMENT
. _Facilitator’s Guide
UNIT I
. . WHAT A DIFFERENCE A GOOD JOB MAKES
LS
ro ' :
) Objectives: )
To sharé attitudes about experiences with nontraditional students and workers in order to
clarify successes and problem areas for vocational educators and employers.
To become familiar with demographlc information in order to better understand the current
| status and motivation of female and male nontraditionals.
_ To view a film designed to broaden views of occupational choices in order to strengthen convic-
) , o tions that myths and stereotypes about nontradmonal workers should not be perpetuated.
To establish mitual workshop priorities in terms of needs of diverse participants in order to
select the most useful curriculum from the rest of -the training package.
- ' A} < N
; Outline ’ .
" Activity 1 Introductory Discussion (15 min.) . HO I-1 .
- ' ‘ ‘ Cassette 1, Side 1
Cassette player
) Tape Script |-1
¢ L . .
- Activity 2 Update on Egfrollment/Labor Force Data (30 min.) TR 1-1,2
N ' ’ overhead projector
’ . ] screen ,
- ) " HO1:2 |
'\ - HO:1-3
P . ) . . -
Activity 3 Showinﬂ of Film “Working Equal’’ (15 min,) film
{optional) . . 16mm projector '
y . N S - screen
Activity4 Review of Legislation Affecting Employers and HO 1-4
(optlonal) Voeatlonal Educators (15 min.) S
-Activity 5 Establlshmg Priorities for Umt I (5 min.) I HO <1 ) .-
Activity 6 , - Closing Dlscussmn (10 min.) . =~ ' ‘ Caseette 1,Side 1
‘ o, . - . Cassette player
. . o ‘ ., Tape Script -1
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Directions

-

. . .

Activity 1 Introductory Discussion (15 min.) ~ HO 1-1 |
. Cassette 1, Side 1
» ‘Cassette player

«

Be sure participants know each other and introduce yourself briefly. Distribute copie$ of Handout I-1
{“Barticipant’s Workshop Agenda’’) and fnention the topics and sequence of the training. Then play
the “Initial Excerpt on Tape for Unit | on Cassette T, Side 1, after preparing participants with a brief
introduction to what they will hear. Use the tape to trigger discussion among participants, s6 that -
employers and vocational educ(:_ators begin to exchange.views and establish rapport. .

.

éackground Information *

Before the meeting begins, whet participants’ appetites via a display .table of sample resources such as
books, listings, and other materials related to nontraditional enroliment and placement. The initial
statements on the tape by Chris, Sharrot, Tom, and Chuck give a provocative rationale for women and
men to consider nontraditional options. This brief segment is also designed to call participants’ atten-
tion to the legitimacy of providing nontraditional opportunities, as well as to promote greater familiarity
with the attitudes that nontraditionals have about their career decisions. Be sure to play the tape seg-
ments in advance, as well as review Tape Script I-1. .

3

Suggestions for Discussion

You mught give participants a question to pohder as they listen to the tape. For example, you might
say, "Perhaps you sometiries wonder why on earth women and men want to pursue nontraditional
careers. Well, here’s what two students and two workers have to say."’ After playing thé initial excerpt *
on the tape, you can begin discussion by asking participants to react,to tfie tape in terms of what sur-
- prised or impressed them. Clarify that women often are attracted to nontraditional occupations for
economic reasons, whereas mern may\pe pursuing nontraditional wotK positions as a means to a tradi-
tional occupation. . ‘ . .

- ¢
© Ask whether participants have had contact with nontraditionals in the classroom or on the job.l ‘
Encourage these persons, if present, to share some 6f their experiences and feelings regarding placement
of nontraditionals. Ask the whole group how nontraditionals fare with others and how their presence’
affects the classroom or work setting.. It is important that parficipants feel the atmosphere i5 open to
candid impressions, anecdotes, and assumptions. Let misinformation surface if necessary to make par-
ticipants feel accepted wherever they are in the process of attitudinal change and commitment. Maneuver
participants who are advocates to counter false claims without your needing to do so. ¢

I'4

Notes: - ~ . . ) .
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' statistics surprise, raisé concerns, impress. . .

 Notes:

- *
Activity 2 Update on Enroliment/Labor Force Data (30 min.) TR I1-1,2
overhead projector =~ |,
: screen
' ) , HO |-2, HO I-3

4

Prepare participants to take the self-assessment form, Handout 1-2 (”’Facts and. Figures: Implications

for Vocational Educators and Employers"), by showing the two transparencies for this unit, TR I-1, 2.
inform participants before they answer the questions on Handout |-2 that the correct answers and
sources of the_data are provided along with the questions. Ater participants have scored their answers,
lead a discussion to identify the implications of these facts. After this discussion, distribute Handout

I-3 {"Nontraditional Enroliment and Work Statistics’'). Analyze the demographic data with participants.

-
- -

Background Information

Sometimes 1ff awareness-raising workshops, participants are put off by an emphasis upon statistics to
justify nontraditionals. Hopefully, the previous discussion will set a receptive tone for proceeding with
the activity to resolve issues raised and focus on facts, not just impressions. Be opgn about the varying
timeliness of the demographic data, commenting that data from the 1980 census are not yet available.
In sormrie instances, items were used despite the date in order to ensure that men’s, as well as women’s,
issues were represénted. i . . s o

« v
4 - ’
y

- Suggestions for Discussion -

In using the two transparencies, show the first one while asking participants to estimate the percentage

of “typical’”’ family units that currently exists in America in which the father works and the mother is a
full-time homemaker caring.for two children. After estimates have surfaced, show the second transparency
to dramatize how far from the usual stereotype our society really isftoday. ‘ L

After scoring the self-assessment forms, participants should discuss the implications of the demographic
data for employersand vocational educators. Suggested discussion topics include—
" economic and cultural pressure on women and'men;' ‘

motivation for fontraditional choices; .

need to inform stugents about myths.and-changing work force; .

B recruitment strategies;

_placement of nontraditionals.

KN

Make.several points w_|tﬁ participants while discussing Handout 1-3. Encourage participants to compare
the amount and percentage of increase in nontraditional workers and students of both sexes. Also,
compare the numbers enrolied with the numbers employed. Note the occupations-in which the'increase
1s most rapid and slowest. While examples of occupations are but a sampling of all those pertaining to
vocational education programs, they still demonstrate the need to consider placement opportunities in
recruiting nontraditional students for enrollment in courses. Ask participants for reactions—e.g., do the

N




Activity 3 Showing of filn‘w“’Working Equal” (15 min.) ' film
(optional) ' 16mm projector !
: ) creen ’ .

. Show this 7-minute film, if desired, to reinforce the irr1pact of previous activities in strengthening
positive attitudes and commitment toward nontraditionals. In a brief discussion following the fijm,
ask participants to cite elements in the film that dramatize points previously discussed in this unit.
. . ° ‘. ) -~ ’ . , . ’ N

Backgréund Information ’ ) . oo

This fulm developed under a grant from the Arizona Department of Education, exposes participants
to successful wgmen and men in nontradmonal occupations. The 16mm film is available for $95.90

from: ) Arizona Department of Education : e _

. 1635 West Jefferson . | ) - .
Phoenix, AZ 85007 ' : : - .

Complimentary copies in vided cassette form are available on a limited basns upon request and brief_

_ statement of specific intended use from o p

Dissemination and Utlllzatlon Program

The National, Center for Research in Vocational Educatlon <
1960 Kenny Road . . . .
Columbus, OH 43210 ) ' ' . .o

Suggestions for Discussion

"Review with participants the most fiopular nontradmonal occupations for women and men. Ask how .
one goes abdut enrolling in nontraditional classes or as an apprentice. Consider what attributes or

interests one should have to pursue nontraditional work opportunities., r -
Notes: = ™ ‘ N )
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Distripute caopies of Handout 1-4 (““Major Laws Banning Sex Discrimination in Employment and
Edycation”) to use in reviewing legislation bearing on nontraditional students and workers. Discuss
the changes that have taken place sirice enactment of these laws, as well as the needs that employers |
and vocational edycators have experienced in the effort of compliance. ’ |

l 'Y ® . - *
Agti(iity 4 Review of Legisla'tion Affectiné Employers - HO 1-4
. (optional) ~  and Vocational Educators (15 min.) " n / ‘
« . , . . ’ ' . “

Notes: .
< - " *~ -
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"Activity 5 Establishing Priorities for Unit it (5 min.) ~ HO 1-1

= - . —.

- 3
- Review the optidns shown for Unit 11 on Handout 1-1 (“Participant’s Workshep Agenda’’). Briefly’ |
describe the nature of the taped (or live, if used) interviews to be heard. Tell whet the other attivities 1
in Unit 1 are, so that participants can make an informed choice. Gain a consensus as to’the options
needed and preferred. Hdpefully, you will use at least two of the 1-hour options. No particular sequence

of optionis is required.
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An alternative that may interest participants is to hear interviews with Raye, the female carpenter 5
apprentice, and Ed, her traditional coworker. Bob, the carpenter’s apprentice coordinator, refers to
Raye in his reeruiter interview, as wéll. Each of these tapes is fsrst in its respective set tg facilitate use.

-

o

-
S

’

Background Information

S
At the end of Unit |, the activities and discussion that partncnpants have expenenced set the stage for
their selecting future sessions. |f live interviews are used instead of the tapes, alldw sufficient timge A

between sessions to make the necessary arrangements with speakers ! 1
- <
Notes: ' . ) . ) o
- »
& T ’ 4 !
- . » L *
N [
v .7 ¥ -
hil : '
At:iivity 6 90s"|’ng Discussion {10 min.) . Cassette 1, Side 1
- . - Cassette player
’ o - Tape Script 1-1
. il ‘ / .

i - ! 4

Before playing "’Closing Excerpt on Tape for Unit I’ on Cassette 1, Side 1, briefly introduce the
segment by saying that hearing more of Sharron’s experience as a nontraditional is guaranteed to

remove any lingering douUts about the need for mutual commitment of pa‘rt:ctpants to enhance L
placement. v . ) .
After the concluding tape, ask participants gZat impressed them about Sharron s comments. Then ™
ask them how typlcal Sharron may Be of other nontraditional workers. : .

~ ' T G ) h

~ . X /’ ‘ . L ‘ '
Background lnformatlon C o . o
. - 3 ' . r??’;’

If remaining time is shorter than the allotted teh minutes for this actnvnty, it may grove effectlve to :z
play the tape and end the session without saying anything. Om the other hand, ti mterest ’
permitting, participants may want to share their reactions and feelings. it may be’d #ign of success,

i . '- ./
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however, if the tape leaves the pa(‘;icipants speech'less and reflective. Be sensitive to that, too. Silence
. ean be a powerful force in this instance.
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Objectives: » ' B . .
To discuss popular assumptions and nontraditionals’ reactions in order to develop greater
understanding of the placement problems experienced by nontraditionals.
To hear at least two sets of taped interviews with emplbyers, recruiters, nont'raditior'aalsl
vocational educators, or traditional coworKers in order to encounter actual experience with
nontraditionals and to gain further perspective:on placement issues. “
Y o S . L
- Outline * )
Activity 1 Problems that Nontraditionals Have (15 min.) *- . TRIL1-5
(Use with first - ' HOIM-T v ’ v
option only.} R _ overhead projector
' - 3 screen
/s Activity 2 Popular Assumptions Die Hard (10 min.) ‘ HO 11-2 .
* (Use with : ) L
both options.)
Activity 3 Firsthand Interviews Fight Myths (20 mf;n.) : - Tape Cassettes 1-3
(Choose two of Option A — Employers *.  Cassette player >
five options for Option B — Recruiters .o . . Tape Scripts Il 1 - 12
separate sessions.) Option C — Nontraditionals o ) ,
) , Option D — Vocational Educators
. Option E < Traiditional Coworkers
. Activity 4 . Closing Discussion (15-25 min.) . HO 11-3
» (Use with . ' ' Tape Scripts Il 1-12
‘ th options.) b . . ). -
Activity 5 . ,Setting Priorities for Unit 1 (5 min.) : , HO 1-1
-, {Use with final . . g ) ' ’
”_ option only.) - g
1. . . ’
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Background Information : T o -
The underlyipg purpose of this.unit is to prmicje employers and vocational educators the opportunity
to hear firsthand accounts of persons (either live or on tape) who are familiar with nontraditianal’
workers. Reacting to these accounts, popular assumptions, and nontraditionals’ grievances should -
strengthen participants’ commitment to dispel myths holding back placement of nontraditionals.

B

v

The structure of these-sessions may depend on the time available and your or participants’ preference.
Two sessions are recommended. Note in the outline above that certain activities are used with one
session and others are used with both sessions. It is expected that the closing distussion in the second
session will be longer than the first since views will have become more developed.

.

v

. Diréctioﬁs - -
- :
Activity T Problems that Nontraditionals Have (15 min.) TRII 1-5"
. (Use with . : ' HO H-1 .
first option , overhead projector
only.) l s ) screen

Show the transparencies 11+1 - 5 to inject some humor into the proceedings and, arouse interest in

the session. The cartoons are intended to stimulate discussion rather than to preach. Use them
especially as an introduction to Handout 11 -1 ({’Factsheet on Nontraditionals”). Before distributing
copies of this handout, pooi existing knowledge by asking participants whether male and female
‘nontraditior\al workers are still experiencing problems on the job. Also ask them whether nontradi-
tionals offone sex may have more problems than the other. Having established participants’ hypotheses,

test them with the information on Handout I1-1. X

Suggestions for Discussion - -

While the transparencies are seh:-explanatory, you may wish to chat informally with participants
. while showing them. Ask ‘ghem, for example, to share anecdotes that the transparencies suggest, or
ask them to assess how far-fetched the situations may or may not be. In using Handout 11-1, consider
L 3

<

questions such as the following: X . .

What problems seem the most serious? ' , - .
1n what ways could placement offjcials alleviate them? L.

What seems to be at the heart of t}ﬁe problems that nontraditionals of each sex experience?
How does the motivation of nontraditionals of each sex seem to differ? )
What problems may nontraditionals of each sex have because of the views thei; L.

traditional coworkers hold about them?

-




o '
Activity 2 Popular Assurnptions Die Hard (10 min.) i HO 11-2

{Use with
both options.)

¢ B

4 > -

Handout 1i-2 {*Popular Assumptions”) reflects some of the myths and siereo%s that nontradi-
tionals encounter. Use it in each session to help partic/ig@ts concentrate on listening to the tapgs.
, Encourage them to add popular assumptions to those listed on the handout whicty they feel need to :
be overcome. If Option C is chosen and participants tisten to two nontraditionals, have them check
the assumptiogs predicted as giving nontraditionals the most difficulty,]f preferred, Handout i‘I -2 .

can be made into a transparency and filled out collectively. . i
. N

Notes: " .

, ¥

~

. Activity 3 Firsthand Interviews Fight Myths (20 min.) " Tape Cassettes 1-3

I (Choose 2 of Cassette player
) 5 options for : Tape Scripts 11 1-12. N ™~
- separate sessions.) ) HO11-2 . 1 o

Play two interviews representing an op’tion chosén by participants at the end 6f Unit |. Give a brief
introduction to each interview befare starting the tape. This will necessitate becoming familiar with
the tape and tape scripts beforehand. After hearing the first interview, stop the tape and use Handout
1 -2 to identify the assumptions refuted by the interviewer. Repeat this after the second interview.
Use the same handout if live interviews are held instead of playing the tapes. .

.

Background Information R

in planning your introduction to the interviews, you may find the following description useful.

* Option A — Emplpyers : - . .
(Lillian, 12 minutes 48 seconds, Dave, 11 minutes 30 seconds) — Cassette 1, Side 2
- * . - ‘ ) \g\ ° .
This tape contains excerpts from actual interviews with Lillian (EEOC officer and statewide personnel”
manager of a major utility company) and Dave (director of personnel of a large department s'tore)i ' .
Both individuals have dealt with placing nontraditionals of both sexes and have direct experience with

affirmative action.procedures. . .
»
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Option B — Recruiters '

(Bob, 9-minutes 10 seconds; J/m 9 minutes 24 seconds) —~ Cassette 2, Side 1 -

This tape contains excerpts from actual interviews with Bob (carpenters union apprentnceshap coordt-,
nator) and Jim (director of student services at a joint vocational technical schbol) Both individuals
are committed to encouraging nontraditionals. They provide a continuum of expenences and impres-
sions from dealing with clients of different ages and levels of training.

Option C — Nontraditional Workers -

(Raye, .9 minutes 36 secornds,; Chuck, 7 minutes 30 seconds) — Cassette 2, Side 2

L 2 r

This tape contains excerpts from actual interviews with Raye (a female carpenter’s apprentice) and
Chuck (the dental hygienist.introduced in Unit 1). Both individuals have changed cargers to become
nontraditionals and feel comfortable in their new work rolés. They provide a glance at nontraditionals
of both sexes to learn their struggles and satisfactid™in their work and interpersonal relationships.”
Option D — Vocational Educators ~ Cassette 3, Side 1 ’

(Kay, 6 minutes 30 seconds, Bonnie, 7 m/nutes 45 secontls; Curt, 5 minutes, Jim, 7 m/nutes}

This tape contaibs excerpts from actuaLantervsews wnth four vocational educators. Kay and Bonnie
both teach cosmgtology. Curt teaches drafting, and Jim teaches welding. All teachers are on faculties

at joint vocatigial schools. Thenr ‘comments provade a range of experlences with nontraditional students
of both,sexes. ' . - . _ :

.
. - . N
. R

Option E - Traditionial Coworkers ’ .
(Ed, 8 minutes 50 seconds Rhonda & Lugene, 9 m/nutes 47 seconds) — Cassette 3, Side 2

This tape contauns excerpts from actual’interviews with Ed (male carpenter) and Rhonda and Lugene
(day care center employees). The two women work for and with a male program darector and the
man is a coworker of*Raye, the carpenter s apprentice mentioned earlier. .

Notes: / " ’
\ L
) : § My,
r . B‘
<

Activity4 = Closing Discussion (1525 fin.)’ HO 11-3 g
(Use with , . ” o Tape Scripts 11-1-12 *
both options.) . ) . ¢ . v

~

After hearing the taped mtervnews of one optldn drscuss with partrcnpants the implications of
recounted comments and expernences for placement Use the questions posed on Handout 11-3

_".
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.
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( " ("Interview Follow-up Questions”’}). Do not feel limited to these questions in your discussion. A
- variation in conducting this discusston is to have participants use tape scripts for skits suggested by
experiences shared by the interviewees. Roleplaying could be based on situations such as the following"

4
" . Employer tapes — recruitment of a woman in a karate club for a nontraditional job’
/ at the phone company i
- o — training session for department,store managers to prepare them 1o
. work with nontraditional employees
¥ . Recruiters — union coordinator trying to gjgt a carpenter to work witht a woman
- apprentice ' )
— counselor meeting with reluctant parents whose son is interested in -
- a nontraditional career \ .
. . L .
Nontraditionals — woman carpenter’s apprentice declining a request to work with
someone none of the men want to work with either .
. — male dental hygienist applying for a job
Vocational educators — cosmetology teacher counseling a male student being teased by
- v his peers _ . -
. — a drafting teacher discussing placement of a nontraditional student
with employers . iy ) .
: Traditidna'l coworkers — coworkers try]ng to ostracize a nontraditional .
. * — male day care center worker giving-directions to womeh coworkers
-, . . - 1) . . N ‘ 1
. Notes: - ) i B ’ _ oL :
R .
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Activity 5 Setting Prigrities for Unit U (5 min.) L HO 1-1"-
{Use with . . , s
final option ' \ :
| only.) . . o . . ‘ -

« 0 . L
.

When participants are conten.t' to move on to Unit l11, repeat the procedure used at the end of Unit |
to choose options for. Unit 1. While Unit 111 calls for only one session to be used, it is recommended
that Option D, Sex-Fair Support Services, be required and at least one other ‘opf'réon be used, Briefly
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describe the structure and content of the sessions as shown on Handout -1 and gdain consensus as to

. the options needed or preferred by participants. . . . . -
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: A . ENHANCING PLACEMENT
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»

CUNITHE
| REACHING OUT TO NONTRADITIONALS
IN THE CLASSROOM AND ON THE JOB

Objectives: :

To gain hands-on experience with a set of problems related to four placement aspects (i.e.,
recrurting/interviewing, instructing/training, supervising, and supporting) in order to increase
skills for positive'interactions with nontraditionals. . ' -

To develop a mutual action plan in prder to enable employers and vocational educators to

2

collaboratively improve aspects of nontraditionals’ placement.

S *QOutline

Activity 1 " Problem Solving Related to Placement
(Ejie one or more _ Option A — Sex-Fair Recruiting/Interviewing - HO 111-1
of four options in . a ' . .. ’ -
separate sessions , - Option B — Sex,-lFalr Training ( ) HO HA-B c
as time permits.) S ‘ . Bole-Play ards
. Option C — Sex-Fair Supervising , TR 11 1-14
. - ) -overhead projector
¢ : screen ‘
Option D — Sex-Fair Support Services TR 111"15-33
s . . overhead projectorE
- v ‘ C . screen #
_ ) (30 min. foreach option) N .o
-’/_Ac,ti\./it,y 2 ' .Brainstormilng Advocacy Measures < . L
(Useoption *  _ Option A — Sex-Fair Recruiting/ .. - o
correspondingte. - Interviewing Guidelines . . - HO 11-1, HO 112
option used’in . o .
Activity 1 . Option B — Sex-Fair Training Guidelines HO 111-3, HO 111-4
' . ¢ . Role-Play Cards
Option C —~ Sex-Fair-Supervising Guidelines HO 111-5, HO 111-6
- . . ' TR 111 1-14
- N e ' : “overhead projector
N C. . screen C
Option D — Sex-Fair Support Services - TR 111 15-33 |
.. . Guidelines oo overhead projector -
‘ screen L
' . large sheets of newsprint
v felt tip pens

(30 min. for each option)

Q

>
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/ } . i .
d . . . » . Q\
. Activity 3 Large Group Sharing—Mutuirction Planning )
(Use option Option A — Sex-Fair Recruiting/Interviewing HO 111-2, HO 111-8
corresponding to ) . ) L i
the options used in Option B — Sex-Fair Training X HO 111-3, HO 111-4,
Activities 1 and 2.) L, ;o HO 111-8
- o Role-Play Cards,
Option C ~ Sex-Fair Supervising ’ HO 111-5, HO 111-6,
.o 4 : Hp 11-8. .
Option D — Sex-Fair Support Services < HO -7, HO 111-8
{30 min. for each option) : S

R - - %

Background Information - .

The intent of this unit is to provide pamcapants vicarious opportunmes {1) to mteract with nontradi-

. tianals, (2) to analyze implications for placement in the problems nontraditionals encounter, and

(3) to collaborate on.gonstructive measureg,ghat would enhance their placement. Note that the
themes of the four options represent a holistic approach to placement The assumption is that whether
woman welders or male nurses thrive in their nontradltlonal occupatxons {i.e., successful placement)

depends on these four aspects of their experiénce. That pomt needs to bemade and possnbly discussed

whlle introducing the unit. I -
- . - - , -
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Directions
OPTION A
" Activity 1 ’ Problem Solving Related to Placement (30 min.) ‘ '

Sex-Fair Recruiting/Interviewing _ HO I111-1

v

Have participants solve problems posed by case studiés in Handout I11-1 (“‘Recruiting/Interviewing”’)
tn order to discuss how to prgmote advocacy in recruitment/interview styles. Explain after participants
have read the case studies that there are five different ways in which recruiters/interviewers treat non-
traditionals. Ask participants to infer the differences by assessing each of the case studies. The answer
key for interpreting the six case studies is shown here:

“ Sexual harassment

Sex bias

Sex discrimination’ d
Indifference' ’ .
Inditference S

Advocacy J - .

DN WN -

Background Information * . ) “

The fnve treatments of nontraditionals, ona contlnuum from sexuaI harassment at worst to advocacy
at best, can be defined as follows: A e

-
-

Sexual harassment — Abusive use of power in work settings to gain sexual favors.

Sex discriminatian — Any action whichlimits or denies a person opportunities, prlwleges
roles, or rewards en he basis of sex.

Sex bias — Behavior resulting from the assumption that one sex is superior to the
o ’ other. . p
Indifference — Noncommital behavior towards persons, based on their sex, that neither
o actively hurts nor assists. . . .
Advocacy — Behavior that attempts to compensate for the effects of past discrimination

through open approval and supportive deeds.

Suggestions for Discussion

Consjder topics such as these in guiding discussion:
e Introduce the five treatments after characteristics have been identified.
e Speculate on possible feelings of and‘consequences for the nontraditionals.
. Speculate on poss:ble feelings of personnel and consequences for the institution, work world,
and society.

Communlcate to participants that a major reason for using the case studieg is to give participants
experience with typical problems that confront nontraditionals. Encourage participants, explainifig
that the more they perceive the perspectives of all characters in the case studies, the greater their

-
*

23 -
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understanding of problems and commitment to their resolution can become.
. ‘ l‘
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ORTION A .. . ) s

A Activity 2 Brainstorming Advocacy Measures (30 min.) HO 111-1
" Sex-Fair\Recruiting/Interviewing Guidelines . -~ HO 111-2 P

Hold small group discussions, using Handout |11-2 (""Sex Fair Recruiting/lnterv'iewing Guidefines"),
to brainstorm advocacy measures t6 counteract the problemseflected in the case studies. Ask eac#

-
of the small groups to appoint a leader to duide the discussion and a recorder to prepare a summary of ' ;«3;-‘1:.}
recommendations to share with the whole group. Have each group work on a different case study. v
Group members should assume they have administrative re§ponsibi|ity for the behavior of the staff é

. member in the case stutly. Their task, therefore, is to develop (using Handout I11-2) cogr”ective steps %;jf

to improve nontraditionals’ treatment.

Notes: ) . ) . i

ERIC o .

JAFuiext provided by ERIC ] . a
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\ , Acti%lty 3 ? Large Group Sharing—Mutual Action Planr&ng (30 min.)’ HO HI1-2™
e wat o - [« 7 Sex-Fair Rg_oru:t/ng/lntervg:g//ng -~ HO I11-8 .
Y 7 ’ g.;e ¥, A N
‘ ,Ir}fﬁﬁ process o%‘egroup sharih" encourage pértncnpants to react to the material in Handout 111-2 8s
e _ wiefi*as to each group’s recommendatlons Discuss the gundelmes that seem.most useful and feasible.
“ , Ebcourage partncnpants to share relevant anecdotes ’
' l?desnr d, use Handout 111-8 (”Mutua Action Plannmg for Enhancing Placement of Nontraditionals”) .

Lo : to sumiviarize pal'ﬁgpants thinking g} straé@nes to use in ifmproving recruiting/interviewing practices. -
(o Encourage part'ﬁpants to plan,qollabb‘ratav ly, so that resources of both school and industry are used
e _ to the best advantage. Ask pamﬁnpants to list their strategies on the form, establish tentative timelines
" for the steps to be taken, and |dent|fy resources on hand/needed to implement strategies.

~ ; . .

" .
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OPTION B

. (Y _ Z
Activity 1 Problem Solvnng Related té Placement (30 min. ) HO 11-3
Sex-Fair Training Techmques L Role-Play Cards

-

Have participants role play Task A of a variety of training situations in Handout [11-3 {"'Training
Techniques™) in order to discuss how to psomote advocacy in training styles. In advance, cut apart
Role-Play Cards to distribute to partlcnpants in the role plays after they have read the situations in

Handout 11-3. . ‘ -

Explam that there are five dnfferent ways in Wthh |nstructors and tra|ners treat nontrad|t|ona|s
Have participants perform Task A of the six role plays in an effort to infer the differences. The
answer key for interpreting this first round is as follows:

1., Sex bias ‘ ‘e

Background Information . .

Sexual harassment N .
Indifference ~ : :

Sex bias P .

Advocacy " .
Sex discrimination - B .

oo s wN

o . G

Definitions of the five treatments of nontraditionals, on a contnnuum from sexual harassmeht at
worst to advocacy at best, appear on page

. . - .
Suggestions for Discussion T K : ’ .
Consider topicsike these in guiding discussion: .o o 7 \ ,.*
- ° introduce,the five treatments after the characteristics have been identified. v
° Speculate on possible feelings and conseqyences for the nontrad|t|ona|s .
. Speculate on-poséible feelings of personnel and consequences for the mstltutlon work
world, and socnety o . g

Comrhunicate to partrclpants that a major reason for using the role plays is to help parttclpants

~

4

emphathize with nontraditionals. Encourage participants, explaining that the more they cap identify,

o

with nontraditionals, the more commitment to qproving the|r treatment can grow.
. .
Notes:

!




S
OPTION B '
. ’Activiw 2 Brainstorming Advocacy Measures (30-min.) HO 11{-3, HO lli-4
. Sex-Fair Training Guidelines . Role-Play Cards

S

-

,Hold small group discussions, using Handout Hi1-4 (““Sex Fair Training Guidelines’’} to brainstorm
advocacy measures to counteract the problems reflected.in Role Plays 1-4 and 6. One of the persons
in each of the role plays can serve as.leader of a small group. Have each group work on a different
role play. Ask each group to read Task B of the staff persenin their Role Play Card, reflect on the
quidelines in Handout 111-4, and rehearse a response for the staff person in the second round of role
plays that will demonstrate advocacy toward-nontraditionals. '

v

Notes: ) ' ,

2 , . E




OPTION B . ' e L

— J ] e
Activity 3~ targe Group Sharing—Mutual Action Planning. .. - HO 111-3, HO 111-4

Sex-Fair Training (30 min.) “ - . HOIL-8 .-+

Role-Play Cards

r L4 4

Have representatives of each small group do Task B of the role plays 1-4 and 6. tn the process of
doing this second round, encourage total group discussion of the material in Handout 111-4 as well
as each of the role plays. Discuss the guidelines that seem. most useful and feasible. Encourage
participants to share relevant anecdotes. .

If desired, use Handout 111-8 (“’Mutual Action Planning for Enhancing Placement of Nontraditionals”)
to summarize participants’ thinking about strategies to use in improving training practices. Encourage
participants to plan collaboratively, so that resources of both school and industry -are used-to the best
advantage, Ask participants to list their strategies on the form, establish tentative time lines fqr the
steps to be taken, and identify resources on _hand/needed to implement strategies. -

N

Notes: : ’ . : L




OPTIONC . o .

Activity 1| Problem Solving Related to Placement (30 nfin.) TR 111 1-14
A Sex-Fair Supervising R HO 111-5
: . ' - ' overhead projector
. . . . ] screen | '

3 - oo » -

. . h Y
Have participants.deal with the problems posed in the trapsparer{?:ies 11 1-14 (""Working, Super
vising, and Irrational Ideas”) in qrder to sensitize participants to the irrational ideas that can influence
supervisors in dealing with nontraditionals in a work or school setting. Expiain 1o participants that
resulting problems become more complex w%en nontraditional or traditional workers hold similarly
irrational ideas. ' 2 ' ' :

U

»
Background Information, , R .
Before showing the transparency, set, prepare participants with an introduction such as the followirlg:

Albert Ellis, noted psychologist, has proposed that “several powerful, irrational, and illogical

ideas stand in the way of your leading an anxiety-free unhostile life’ (Ellis and Harper, 1975,

P. 88). . . e , o ‘.
Ellis and Harper chbnclude that we can change our feelings and self-pefceptions by ¢hanging -
these ideas. It folfows that such a change will have an impact on our bghavior and communica-
tion. ! . # ’ S .

On the job, this theory is useful in tr{/ing to understand the dynam’fé&s between supervisor and
worker, especially if that worker is.nontraditional,-Supervisors and workers can reduce anxiety,
. and hostility through rational ideas. That, jn turn, enables persons to function more assertively
and productively.-Two ways this happens are by avoiding faulty interpretations of situatioss
(*my work’s'not good eno«i@") and keeping events and comments in perspective {“a mistake

€8 - v
now and then Is unavoidable ). . T U
As-yow view these transpareficies, try fo idéntify with the characters and imagine the conse-
quences of irrational, ideas. T e : vl S
.- )

g £
You can supply references to Ellisand Harper’s statements as negdgd. Their list of irrational ideas is
excerpted-on-Handout 11-5{*Ten irrational Ideas by Albert Ellis and Robert A. Harper"".

K » . ' ¢

. ST TR o
Suggestions for Discussion .
' . * . . C S . .
Discuss the consequences of the situations portrayed in the transparencies. Help participants identify
how supervisors with irrational ideas can misjudge nontraditionals, compound their problems, and
reinforce the biases of reluctant traditional coworkers. You might want to dramatize the impact of
irrational ideas by role playing for participants one of the situations between workers and 5udervisor.

ks
.
.

»
Notes: .
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OPTION C | : 5 : .

” P . mﬁél‘n -3 . N -
T Activity 2. Brainstorming Advocacy Measures (30 min.) TR I 1-14
‘ 4 . Sex-Fair Supervising . HOI1l-5
. » - overhead projector -
. screen - |
v . : - g 4 |
| . o

~ Have participants brainstorm rational alternatives and perform role plays of the situations in the »
_ transparencies ||| 1-14 to show consequences of rational ideas. Introduce this activity by role
- playing for participants the same situation used.in Activity 1, but with the supervisor expressing a
_rational idea that corrects previous thinking. To warm up participants, tecord on the chalkboard or -
easel rational ideas brainstormed by the group to correct irrational ideas in one or two other trans-
parencies. Have small groups pick differeﬁ't situations to role play. It is not necessary to do them all.

Y - . .
Before small groups take turns performing their situations, distribute Handout |11-5 if you haven't
. already. Ask participants to write down, in the space provided, rational alternatives to Ellis and N
Harper's irrational ideas as they are portrayed in the role plays. Participantg may devise their own
i ideas that are different from the following list adapted from Bloom (1978, pp. 100-120) and Powell

. (1976, pp. 116-133): ‘o ,
1. 1f | scold the men about excluding the nontraditional, they may or may not get mad at me. If they -

don’t get mad, they may understand what I expect of them better, respect my leadership, and be
more cooperative with the nontraditional worker. In any event, I"don’t need everyone's approval. = -’

(] Sl

N -

“2. It's okay to make mistakes—that's part of developing skills as a supervisor. ~
v ——
3. Happiness comes from within. | need to reexaming my situation arid do whatever | can.

S 4. What she lacks is experience; she can make up for thatwith enthusiast, energy, and ability to -

. worR with her hands. ’ |
5.- There are options and alternatives to most problems. | can't expect to always have the best one. .
idence in the ‘

4

6. Worrying about what.can go wrong may maké it happen. | need to shéw | have conf
,pe0pje who work for me. - -

-7. | need to let her take ljisks in order-to learn how to stand on her own two feet.

8. Getting upset only makes matters worse. When someone gives you lemons, it helps to make
lemonade. ' : . :

9. It's easier to face difficulties than to avoid them:.

10. | can judge issues but not people. When things go Wrong, itis éounterpmductivg to seek scapegoats.
. . , . - ’ i

11.. | can help others only if l. hav’e.my 6wn house_in order.

’

Suggestions for Discussion . - -,

-

.After the role plays, summarize the portrayed consequences factions and feelings) of rational ideas in

supervisors. Explain to participants that a majgr reason for doing the role plays is to enable participants |

’

to directly confront typical superviging prqbléms involving nontraditionals. The work situations have -
' obvious appljcability to counselor/instructor situations as well. Encourage participants, explaining that ’

.

- -

!
. )




s - A}

their vicarious encounter wnth supervising problems builds understanding of, confidence in, and com-

mitment to thelr sex-fair resolution. ) . '
Not§s: .
'\\ \‘-" ) . -
; - .
OPTIONC - . - -
Activity 3 Large Group Sharlng—Mutual Action Planning (30 min.) " HO 111-6
Sex-Fair Supervising . HO 111-8

Discuss the |mphcat|qns of the guidelines in Handout 111-6 {'‘Sex-Fair Supervising Guidelines”) for
training supervisory, staff. Conduct this discussion with the total group in an effort to have a consensus
emerge. One approach might be to have participants use the Handout 111-6 as a checklist and ldentlfy
which-guidelines are the easiest, hardest, or most needed. .

Discuss possible methods of implementation and ways for partncupants to collaborate. If desired, use
Handout 111-8 (“Mutual Action Planning for Enhancing Placement of Nontraditionals’’) to record
these plans. Ask participants to list their strategies on the form, establish tentative timelines for the
steps to be taken, and identify resources on hand/needed to |mplement strategies. .

7

L]

[54d

ﬁ Notes:

v
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OPTION D , L

Activity 1 Problem Solving Related to Placement (30 min.) . TR 111 15-33

3 Sex-Fair Support Services [ overhead projector e
, ‘ ‘ ¢ : screen

g
P . -

ave participants identify the support services needed by nontraditionals implied by the transi»aren-
Sn?s i1t 15-33 (A Profile of-the Self-Actualized Nontraditional Worker”). Discuss the disparity
between the conditions shown in most of the transparencies and Maslow’s characteristics of a self-
actualized pérson. Only two of the transparencies (characteristics 9 and 10) show effective support

v services in operation. In No. 9, a male adult (ole model is present; and in No. 10, a rpale and a female

are working together on the same task. . -

As particrpants view the transparencies, make a list of the problems nontraditionals face. Discuss the
possible consequences of these problems. You may want to role play one or two examples for clari-
fication. After showing the transparencies, have Qarticipants rank these problems in terms of Masiow's —
hierarchy of needs, from physiological on up to self-actualization. . ’

>

Background Information , ' ’ .

Before showing the transparency set, prepare participants with an introduction such as the following:

Noted psychologist Abraham Maslow, in conjunction with his theory of motivation, developed
.3 hierarchy of needs. He clgimed that these needs motivate a person’s actions as long as they are
not satisfied. When a need at one level is satisfied, the need at the next level dominates behavior.
These needs, in ascending order, are physiological, safety/security, belonging, esteem, and self-

-

actualization. N

All these terms, except the last, are probably easy to understand. Maslow described self-actuali-
zation as the neéed to'do what one is individually fit to do. '*A.musician must make music, an
artist must paint, a poet must write, if he is to be ultimately at peace with himself. ... This
tendency might be phrased as the desire to become more and more what one idiosyncratically
is, to become everything that one is capable, of becoming” (Maslow, 1970, p. 46). . ’

Mastow studied a group of people he considered to be self-actualized—or, living up to their
potential—and derived a list of sixteen personality characteristics that distinguished them. While
it 15 not the responsibility of employers or educational institutions to provide nontraditionals
with self-fulfillment, you may nevertheless find it useful to look at these characteristics. They

) dramatize the gap between what too often is and what could be.

In the transparencies you will see some problems that keep nontraditionals from meeting needs *
at various levels and certainly from gaining self-actualization. These problems indicate the kinds
of support services that nontraditional workers and students require so they too "can be at peace

with themselves.” . . ) .

Participants may analyze the transJSarencies showing sixteen characteristic differently, but the follow-
ind ideas can be used as a key to the needed support services in thg transparencies |l 18733,

-

Characteristic 1 Educdte supervisors to prevent such prac'tices‘as survival testiné. ‘
. Characteristic 2 Provide nontraditionals with safe conditions and equipment cornpgarable to that
\ of traditional coworkers. ’ .
Characteristic 3 Provide staff development in communication and.Other areas impinging on sex
| ' ’ equity. v : ’ : ,

- Q . " '.‘ ) 3 ij : ’ }
’ , . )




Characteristic 4

Characteristic 5

Chatacteristic 6

Charaaerrstic 7
Characteristic 8
Characteristic 9
Characteristic 10

Characteristic 11

Characteristic 12

Characteristic ;i3

Characteristic 14
Cha\ra/cteristic 15

.. Characteristic 16

Notes:

Encourage a “buddy system.”

Teach for attitudes as well as knowledge and skills.

Create a classroom climate that encourages students to examine sex-stereotyped
assumptions, attitudes, and expettations.

Efforts are needed-to provide successful réle models for nontraditional employees
and students to follow.

Provide training to improve coping skills. \ .
Instructors of work/study programs need to be lnformed of anything.their
students are lacking to succeed in a nontraditional job.

Female employees need help combatting prejudices of workrng with males and
males; tp éombat prejudices of working with females.

Teachers can help the adjustment of a class to'nontraditionals by guardiné against
students’ slipping into stereotyped patterns.

Adult role models can make a tremendous impact, especially in combattnng

conservative peer pressure. ! ‘ ! -~

Do not separate job tasks into male/female categories.
Encourage nontraditionals and traditionals to work well together. ‘

* Examine the model you provide for students or workers.

Offer feedback to students for reassurance, and obtain feedback from them to
assess needs and effectnveness of support services,

Staff development may be needed in relation to sex equity.
Related instriction classes can provide discussion and solutions to problems

of persons in nontraditional work/study positions. ¥
A needs assessment should be conducted to determine what support services

are needed. ' .

Provide day care facilities. ' : v
Offer courses when nontraditionals are able o take them.

Enlist the support of parents for nontrad|t|onal enroliment.
Reentry can be facilitated through a coalition of communrty groups..

Employe€s need to be informed about any special problems they may encounter
in a nontraditional job.

»




OPTION D T :
© Activity 2 Brainstorming Advogacy Measures (30 min.) TR 111 (15-33)
o Sex-Fair Support Services . : overhead projector
~ oo ’ ' screen
' ~a — large sheets of
. _ ‘ - ) newsprint
. felt tip pens )

s

Brainstorm in small groups, determining some of the §upport services that could address the needs
portrayed in the transparency set 111-2. Be sure that the small groups contain participants from both N
school and work settings. Have each group brainstorm and 'write on large sheets of newsprint a list

of support services to aid nontraditionals. The following is a sample list drawn from Foxley (1979),
Wollman, Johnson, and Bottoms {1975), Janney (1975), and Richards (1974). . .

Legislative compliance .
Day care facilities .
Rreparing traditional coworkers .
Placement where acceptance is most likely , -
’ Surveying attitudes SO . » -~ )

Individual counseling/group sessions )
Coping skills training- ' .
Flextime . . . e .
Information to staff about programs

- Scheduling and conducting tours

Y
(]

+ * Direct observational experiences in several occupational areas- .
Open house . . o ' :
Visiting out-of-schoo! youth to encourage them - ' ' ST
Orientation of students to-each occupational area o ’ ) s

Counseling those who change their minds or fail
Helping instructors design experiences to help students understand themselves, their
goals, and career area . . o
Suggesting curriculum modifications ) oo .

S Special courses for nontraditionals )
’ Career days . : . e
.~  Career centers ‘ .
i _ Training materials . R ~ I
CT , Peer counseling handbook 3 , ' . .

A
Involvement of traditional peers in encouraging nontraditional stu’dents
. Publicizing career options and success stories through media and special programs

~ Vocational testing :
Aptitude testing .
3 Job training and career planning
Weekend colleges
Outreach to other projects'available in the community

L}

- ( _ Have small groups share their findings. Post the lists on the wali where all can see them.




OPTION D

Acti;rity 3  Large Group Sharing-Mu/tual A?:tion ,qu,anning'(30 min.) HO 111-7
. Sex-Fair Support Services =~ - . HO 111-8

s

Discuss the implication of the guidelines in Handout 111-7 (“Sex Fair Support Services Guidelines’)
for providing nontraditionals needed suppoft services. These guidelines should trigger participants’,
thinking of strategies to use in a support services plan. Encourage participants to plan collaboratively,
so that resources of both school ard industry are used to the best advantage. Ask participants to list
their strategies on Handout 111-8 (“Mutual Action Planning for Enhancing Placemeént of Nontradi-
tionals”). They should list the strategies in sequential order, make tentative timelines for the steps to
be taken, and identify resources on hand/needed to implement strategies. Allow time fof togal group

processing. s

[

If this 1sthe last session of the tratning package, take a few minutes to pull participants’ thoughts and

_impressions together, Try to get testimonials of new commitment from participants, and possibly

suggest opportunities for future contact between school and industry to promote sex equity through
enhanced placement of nontraditionals. ’ : .

Notes: . T . ‘
< ' )
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AT SEX EQUITY TRAINING PACKAGE - T

‘ | " LIST OF RESOURCES L
-
|

ENHANCING PLACEMENT

~ . The materials in this section have-been organized to help you make abpropriate copies or transparencies
and then re-file the materials for future use. THe coding system is on each piece of material to help you
find it easily. All handouts (HO) are together. All transparencies (TR) are together. And miscellaneoys
notes or scripts are together. For example—

3 = third transparency

HO I1-2.means: 1l = Unit 1| . TR 111-3 means; |11 = Unit Il _
. 7 2= Activity 2 in Unit I ‘ . ' ‘
. ° *  inUnitlll
_ Transparencies : ) : | ‘
TRI 1 (set of 2). Percentage of ““typical” families today (untitled) L
- TRII 1-5 (setof 5) & ° Introduction to interviews {untitled) g
_ TRII1-14 (set of 14) Working, Supervising, and lrrational |deas
TR 111 16-33 (set of 19) . A Profile of the Self-Actualized Nontraditional Worker
. Handouts
. . ’ :
. * ‘HO I-1 (1 pagde) Participant’s Workshop Agenda . , f
v . HO -2 (4 pages) : Facts and Figures: Implications for Vocational Educators
‘ ) and Employers » '
v HO I-3 (2 pages) <. Nontraditional Enrollment and-Work Statistics .
HO I-4 - (1 page) Major Laws Banning Sex Discrimination in Employment
- and Education -
‘ “HO 111 {2 pages) . Factsheet on Nontraditionals
. " HO II-2 {1 page) ’ Popular Assumptions
HO'11-3 (2 pages) Interview Follow-up Questions ) |
* HO I11-1 (6 pages) - _ Recruiting/Interviewing Case Studies. , .
HO I111-2 (4 pages) Sex Fair Recruiting/Interviewing Guidelines i
" HO I11-3 {6 pages) + . Training Techniques Role Plays |
HO I11-4 (2 pages) * Sex Fair Training Guidelines T, .
HO 111-5 {1 page) Ten Irrational Ideas, by Albert Ellis and Robert A. Harper |
HO I11-6 {2 pages) Sex Fair Supervising Guidelines , d .
HO I11-7 (5 pages) Sex Fair Support Services Guidelines |
HO I111-8 (3 pages) Mutual Actions Planning for Enhancing Placement of  ~ o
Nontraditionals . |
-Tape Scripts ’
. ‘ L Closing Excerpt on Tape for Unit |
" Tape Script |l (36 pages) . Interviews with Employers, Recruiters, Nontraditionals,

Vocational Educators, and Traditional Coworkers for Unit I

Role Play Cards~ (4 pages) # " Unit IlI-1 Option B— ~~ "

Tape Script | (2 pages) . _ Initial E>‘<cerpt on Tape for Unit | ’ . B
}

* Recruitment/Interviewing Role Plays |

|

|

ERIC - - 88 o \
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Cassstte 1, Side 1

Cassette 1, Side 2
" Cassette 2, Side 1
Cassette 2, Side 2
Cassette 3, Side 1
Cassette 3, Side 2

lmtlal Excerpt on Tape for Unit |
Closing Excerpt-on Tape for Unit I
Option A — Employers

Option B — Recrulters

Option C — Nontraditionals .
Option D -~ Vocational Educators
Option E — Traditional €oworkers
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PLACEM‘ENT ) - . TR 111
REMEMBER WHEN — |
VOCATIONAL EDUCATORS BELIEVED .... o

HOME ‘J
ECONOHICS
-~




_PLACEMENT TR ‘ -

oo

REMEMBERWHEN — -
" RECRUITERS WERE HEARD TO SAY...

oA

WOMEN DON"T WANT TO DO MEN'S WORK , ' ' -

.{ . L/ - 5 L
B CONSTRUCTION




© ) PLACEMENT . L . RIS

REMEMBER WHEN—
INTERVIEWS WITH EMPLOYERS MEANT ...

I'M AFRAID THAT, AS A MAN, YOU'D GET .-
THINGS MIXED UP IN THE FILING CABINET. ) 3

\

Aruitoxt provided by Eic:

fRIC. T s




- PLACEMENT

TRUII-4

~ WHAT'S IT BEEN LIKE FOR NONTRADITIONALS?

ISIT TRUE WHAT THEY S

. SURVIVAL TESTING?

AY ABOUT

-r




PLACEMENT ‘ _ “TRII-6_

2

HOW HAVE TRADITIONAL COWORKERS ACCEPTED THEM?

WOMEN ARE MORE THOROUGH
'\ ABOUT DETAILS. - .

[scrRUB RogM| - /f !

PyST-OP
PRE ~-0P |

NEURDSURGER
DivisioN ~
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INIW3OVd

IF YOU APPLY TO THE lWORK WOR LD ALBERT ELLIS’S PREMISE . . - T
THAT THOUGHTS CAUSE FEELINGS , . ’ , ‘ : (
| EL‘EVEN IRRATION’AL IDEAS = M : S
(adapted from Elhs and Harper's ten statements) ' B . L : ‘/ — |

can lnhlblt productlve behavuor
in a
SUPERVlSORS -

TRADITIONAL WORKERS .
NONTRADITIONAL WORKERS -~ .~ .+

r""‘:’/

<
. Y

-

“a

CZ-indL

Do any of these eiar‘;ti_p;les sounél, familiar?...
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PLACEMENT : . . | TR HI-5

OB SATISFACTION.

| HAVE LITTLE CONTROL OVER y%{

MY HAPPINESS AT WORK IS OUT OF MY HANDS.




_ WITH NO SHOP BACKGROUND IN HIGH SCHOOL, ‘
| CAN'T POSSIBLY BE A GOOD CARPENTER. WITH NO SHOP BACKGROUND IN HIGH SCHOOL,

YOU CANT PO§$IBLY BE A GOOD CARPENTER. .

Gu

ANIWIIVId

9-lI Yyl




THE ANSWER.

I'LL BE RUINED IF |-DON'T COME UP WITH

AINIW3OV1d

1T 10




| DON'T WANT HER ;I'O MAKE A FObL OUT OF ME.
+ WHAT'S LIKELY TO GO WRONG FOR HER?

IN3W3OVd

I'M AFRAID OF MAKING A FOOL OF MYSELF,
~SO°\:D BETTER DWELL ON WHAT COULD GO WRONG.




°

“
-

| NEED SOMEONE TO‘TELL ME WHAT TO DO.

"T DO ANYTHING ON HER OWN.



%

GO JUST-THE WAY IWANT. ,

ANIN3IVId

IT WILL BE TERRIBLE IF MY CAREER DOESN'T "\

At eivigs

EXECUTIVE | ) ;
PLANNING . ‘ .
SESSIoN; ' ,

IT WILL BE TERRIBLE IF MY CAREER

' DOESN'T GO JUST THE WAY | WANT.

.6
o
Y ’
,
ue
;-
-
X
AT




"\ .

,

v . .
THERE’S SO MUCH TO DO." WHAT PAPERWdRK
‘CAN | PUT OFF TIL NEXT WEEK?,

INIW3IOVd

-

. ] s
1 HAVE SO MUCH TO DO TOMORROW; MAYBE
| SHOULD STAY HOME AND REST: .

LL-11) Y




SOME PEOPLE ARE NO GOOD AND SHOULD TAKE
THE BLAME WHEN MY WORK.DOESI\LI GO WELL.

e

AN3W3IVd




| FEEL TERRIBLE THAT | WAS PROMOTED BUT
MARY WASN'T. . ,

"~ YOU SHOULD FEEL TERRIBLE

THAT )'M DISAPPOINTED.

¥

LNIWNIIVd




NOW WE KNOW THE PROBLEM . / | ' {

3
>
. O
| P
WHAT'S THE SOLUTION? - - —>» PART OF THE PROBLEM! 5

’

| ? ' . .~ You_ Can Change Behavior By Qhénging > .
; - * ELEVENIRRATIONAL IDEAS ~ .
L in \ , -
o/ SUPERVISORS .
YA | s/ TRADITIONAL WORKERS

¥/ NONTRADITIONAL WORKERS'

pL-1 YL
h




PLACEMENT . o * ' TR lII-16 -

j : -

~

A PROFILE OF THE. SELFKE:?UZ:LIZED
NONTRADITIONAL WORKER

:-s«
.

R




L PLACEMENT - o TR II-Y6 -
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. ABRAHAM 'MAS‘LOW FOUND 16 CHARACTERISTICS
IN FAMOUS SELF-ACTUALIZED PERSONS,

TO BE PRODUCTIVE ON THE JOB, - L
WE ALL NEED TO BE SELF.ACTUALIZED. . '
HOW MUCH SUPPORT CAN YOU PROVIDE TO HELP
A NONTRADITIONAL WORKER OR STUDENT...
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" 16. TRANSCEND, RATHER THAN JUST COPE
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PARTICIPANT’'S WORKSHOP AGENPA
" ‘Unit | — What a Difference 2 Good Job'h'lal;és {60-90 min.) e
1 e Introductory discussion " ' .

e Update on enrollment/labor force data
e Film "“Workirlg Equal” (optional)
: e Review of legislation affecting employers and vocational educators (optibnal)
- e Establishing priorities for Unit I1 . ) - e
. e Closingdiscussion ~ ‘ . )

r

Unit Il — The Word'’s Getting Out about Nontraditionals (60 min.) ,'

e Problems that-nontraditionals have
e +Popular assumptions die hard -, . .
~e Firsthand interviews fight myths
(Choose two of five optjons for two sessions.)  *'
+  Option. A~employers - N

Option B—recruiters ) ,

) " Option C—nontraditioral workers ¢
Option D—vocational educators - . -
Option E—traditional coworkers .o

e Closing discussion ! .

e Setting priorities for Unit-llI

Unit 111 — Reaching Out to Nontraditionals in the Classroom and on the Job (90 rpin.)‘

~

e Probtem solving related to placement
(Choose one or more of four options for as many sessions.)
Option A—sex-fair. regruiting/interviewing (case studies) ° .

N N .Option B—sex-fair training (role'playing) - .
Option C—sex-fair supervising (analysis of rANSPATENCIES). evemrmmswmmemmrr o« o -
) Optiort D—sex-fair support services (analysis of transparencies) ' i
e Brainstorming advocacy measures ) S s
e Large group sharing—mutual action planning , . '

,

v
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PLACEMENT . . .' HO 1-2

. _ b
! ' FACT$ AND FIGURES
IMPLICATIONS FOR VOCATIONAL EDUCATORS AND EMPLO}(ERS

~

) | . -~
Directions: Writ& the fetter for each answer you choose on the lines provided at.the left.

- 1. Based on the 1970 census, the work life expectancy for American men 20 years old is
years. -

-a) 41- b) 20 c) 34 * - . ‘ ¥

2. Based on the 1970 census, the work life éxpectancy of American women 20 vyears old

. who are single is : who are divorced, ‘separated or widowed, is - h
a) 41,42 b) 35,35 c) 34,36
3. Under 1970 conditions, the Work life ‘expectancy of American women at 18 who typically .

marry at age 20 and have two children by age 25 is . yegrs.
a) 41 b) 20 c) 34

‘4. By May 1979, ‘of the 4.7 m|II|or1 persons holding more than one job, —— percent were
women, nearly double the proportlon of ten years earlier. . -

| a) 10 b) 30, c) 20 : } ' ] oo .
5. .Im1979, the.percentage of American familids living below the poverty level and headed
v . b en householders, no wife present, was ] . .
.a) 9% b) 5% c) 3% _ o,

6. In 197é, the percentage of American families living below the povérty level and headed
b bi/ women householders, no husband present, was — . .

a) 24.5% b) 485% c) 365% .
+ .
7. In 1979, of those persons 18 years and older (as of'March 1980) who were single, divorced,

or widowed, nearly _ percent were women.

a) 57 b) 67 c) 47

8. In 1978, the average income of slngle parent families with working mothers was
percent that of two-parent families with working mothers, and percent that of
one-parent families maintained by working fathers. ‘

a) 50,84 b) 40,54 .c) 6076 . " C -

]
9. In 1978, working wives who were employed 50-52 weeks, full -time, contrlbuted an .
average of percent to their family’s |ncome ; N
- a) 40 b) 35 C) 30 ~ ' 4

10. In a study of conflicts between work and famlly life, percent. of employed husbands :

reported moderate to severe conflict, compared to 25 percent of employed women who
teaded single-parent families. . i

-

a) 20 b) 24- c) 34 , : X




17.

18.

19‘

. PLACEMENT

. Thirty-four percent of single workers are employed.year-round, full-time, and their .

* their own families; . "percent were black. -
“a) 40" b) 50 c) 35- "

15. .

16..
- and men excelled in . ) o )

HO 1-2 (continued)

[}

&~

. The most recent study available shows that the d|vorced male has an annual death rate

that is over’ that of the divorced female. .
a) twice b) three times c) one and a half times

oo

. /
4

In, 1977 men were victirms of job- related |n1ury times as frequently as women.

a) 2 b)-3 ota v I ) o . |
In 1977, the suicide rate for men 65 and over.was nearly timéshiéher'than for
worhen in the same age group. s Tae e o . |
‘a5 b3 &2 . . . RN

median earnings in 1977 were about $8, 600. By March 1978, of single women maintaining

pl .
During a survey week in 1978, women were absent

hours, whereas men were absent 3.1 percent. .
a) 43 b) 62 c) 96 . : ) RN

1

percent of their dsual work

In measuring 22 aptitudes and knowledge, areas, research found no sex difference.in 14,

a) 8 b) 6 c) 2

Between 1972 and 1978, the enroliment of womenin-drafting occupatlons increased from
6,392 to over

a) 10,000 b/16 000 <) 21:000

£

-

-

Between 1972 and 1978, the enroliment of men in food management |ncreased from
19,235 to qver ., 4 - .
a) 45 000 b) 25, 000 c).30,000 . . ) .

Between 1974 and 1979 the U.S. Department of Labor found that rale nurses increased - -
from 18,000 to .

a) 21,000 b) 39 000 .c) 26, 00& . ) .

-

-

Between 1974 and 1979, the U.S. Department of Labor found that-women computer
programmers increased from 45,000 to

a) 93,000 b) 67,000 <) 55,000 C .
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HO | -2 (continued)

: FACTS AND FIGURES:
IMPLICATIONS FOR VOCATIONAL EDUCATORS AND EMPLOYERS

.~ Answer Key .oa )
16. .

17,
18.
19.
20.

- T,
“ g 12
13.
14.
15.

O:‘gm:om
> W P> O
> W >» OO

56,7 .

8,9

10
r 11

12,13
14.

15

16

17.18 .

.

JU.S. Department of Labor, M’ay 1974. , .

/ -

Sources

Fullerton, H. N.Jr., & B':;rne, J.J. Length of working life for men and women, 1970 (Special Labor Force
Report No. 187). Washington, DC: U.S. Department of Labor, Bureau of Labor Statistics, n.d., pp. 32-33.
{Reprinted from Monthly Labor Review, February 1976.) .

Sekscenski, E. S. Women’s share of moonlighting nearly doubles during 1969-79 (Special Labor Force Report
No. 239). Washington, DC: U.S. Department of Labor, Bureau of 1.abor Statistics, Januafy 1981, p. 36.
(Reprinted from Monthly Labor Review, May 1980.) o ) .

Current Populatien Reports (Bureau of the Census Series P-60, Nor 125). Washington, DC: U.S. Department
of Commerce, October 1980, pp. 3, 21. : . . ) .

-

Johnson, B. L. Marital and family charac teristics of the labor force {Special Labor Force Report No. 237).
Washington, DC: 1J.S. Department of Labor, Bureau of Labor Statistics, January 1981, pp. .48, 52. {Reprinted

from Monthly Labor Review, April 1980.) - - '

4

Pleck, J, H.; Staines, G. L.: & Lang, L. Conflicts between work and family life. Monthly Labor Review,

March 1980, p. 30. {

Increases in divorce: (Data from the National Vital Statistics System, Series 21, No. 20.) Washington, DC:
U.S. Public Health Service, 1967, p. 14, ¢ o

o
[}

U.S. National Center for Health Statistics. Vital and Health Statistics (Serigs 10 and unpublis};ed data).
Statistical Abstract of the United States. Washington, DC: U.S. Departriient of Commerce, Bureau of.the
Census, 1979, pp. 77, 120. -

Gyoss;nan, A.S. Labor force patterns of single women. (Special Labor Force Report No. 228) Waghing;on,
DC: U.S. Department of Labor, Bureau of Labor Statistics, n.d., p. 48. (Reprinted from Monthly Labor *

- Review, August 1979.) . . -

Tavylor, D. E. Absence from work—Measuring the hours lost, May 1978. (Special Labor Force Report No.
229.) Washington, DC: U.S. Department of Labor, Burdau of Labor Statistics, n.d., p. 50. (Reprinted from ,

‘Mon thiyl abor Review, August 1979.) . .

Employment Standards Administration Women’s Bureau. The myth and the reality (revised). Washington, DC:

N
;.
’ .
- .
. .

U.S. Office of Education. Summary data, vocational education, fiscal year '1972. Washington, DC: Department
of Health, Educatlonkand Welfare, Bureau of Occupational and Aduit Education, May 1973. ,

U.S. Office of Education.-Summary data, vocational éducation, fiscal year 1978. Washington, PC: Depagtment
of Health, Education and Welfare, Bureau of Occupatigna| and Adult Education, n.d.

.
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" Statistics f.or women and men based on December 1974 an'd 1979 annual averages. *

US. Depértment of Labor, Table 1. Employed and uneénploye_d persons, by detailed dccupation, sex, and

L

.
M -

U.S. Department of Labor. Table'1. Employed and unemployed persons, by detailed occupatiorr, sex, and
color. Washington, DC: U.S. Department of Labor, 1974, {unpublished data) =

color. Washington, DC: U.S. Department of Labor, 1979, (unpublished data) ~ ¢ -
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NONTRADITIONAL ENROLLMENT AND-WORK STATISTICS L
. Men . . \ =
’ -, Nontraditional Students in Vocational Education
Lo " Seven lllustrations of Change .
. !
' : FY 1972 ‘FY 1978 . % Number !
Program Area - ] . . Tetal ‘Men " Total Men Increase  Increase | .
» . . ‘ » R . Cd o ,
. Care and Guidance of Children 77,158 - 5572° 153,478, 12,886 1.2 ° 7,314
Deptal Assistant ~ ~ 15,466 1,060 21,724 1,081 - 1.9% . 21
Filing, Office Machines N 398,226 70,772 719,267 125,653 - 3% 54,881
F ood Management, Produce Services 77,594 19,235 151,134 45,845 . 5.5% 26,610 .
Nursing . . , 64,931, 6,457 115,240 10,867' - b% 4,4 10
Physical Therapy . -7 1,5_01 - 444 3310 - 599 ~-11.5%" 155
Stenography, Secretarial, anafrelated 550,686 21,823 ‘, 700,586 47,217 . 2.7% 25,394 -
' ) . . “Total increase for program areas shown, 118,785 -
!’ LA LN v o * .
. Women , ' ) ;oo :
Nontraditional Students in Vocational Education '
Seven lllustrations of Change
- : ’ N ’
’ ' FY 1972 - T \FY 1978 "% Number
Program Area Total __ Women Total _ Women . lricrease Increése
" . I - S
AgriculturaI.Me_Chachs } +128,795 1,408 133,576 6,619 3.8% 5,211
Agricujtural Ornamental Horticuttuze 56,329 15,157 130,836 58,879 18.1% ~ 43,722
A(L:to Mechanics . . 298,364 - 5209 . 340,686 17,557 2.8% 1,2,258
Carpentry ] . : 95,706 1,451 162,313 6,209 *© 2.3% 4,758
Chemical Technology T . C . 5,355 1082 5,4.92 1,924 14.8% 842
Drafting ¥ 126,750 =~ 6,892 152,3'27\ 21,989 ° 9.0% 15,097 N
Electricity - - e 60,791 590 95,382, *. 2,643 17% 2,053, -
: . L ' ' o ’ Total ingrease for program areas.shown 83,941
- ‘ ‘
) » . 7’ . z . .
, - ) . | . !
Source: US. Office of Education. Summary Data, Vocational Edt}'catioq, Fiscal Year-1972. Washington, DC; '
Department of Health, Education and Welfare, Bureau of Occupational and Adult Education, May 1973‘. .o ) .
P ) T ’ N v, . .
U'S.Office of Education. Surmnmary Data, Vocational Education, Fisaal Year'1978. Washington, DC: Department” g
of Health, Education and Welfalg, B/u{eau of O_cwpa_tio,nal anﬁd Adult Education, n.d. B
' o ) ) . R 3 !
. , J
1 -
A

¢

‘ N (F
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PLACEMENT " HO 1-3 (continued)
Women ' - },

- Nontraditionals in the Labor Forc/e
' Seven.lllustratlons of Change

o . ‘ ’ December 1974 . . December 1979 % Number ’
s Occupation . Total Women™ Total Women  Increase  Increase
. : - .
- Automobile Mechanics | ! . 1,041,000 - S,QOO 1,272,000 7:,000' A% - 2,000 }
Carpenters , 1,061,000 6,000 1,258,000 16000 7% 10,000 -
Chemical Technicians = 83,000 11,000 84,000 18,000 " 8.1% 7,000 i
. Computer Programmers . e 199,000 45,000 321,00Q 93,000 6.4% 48,000 |
v  Drafters _ L 278,000 23000 305000 45000 65% - 22,000
Electricians "y 526,000 2,000 616,000 7,000, .7% .. 5000, |
= * Machinists o 452,000 7,000 539,000 15000  1.3% 8,000 .
i ’ P Total inctease for occupations shown 93,000
{ N - ¢ |
- _ ;o ‘. . o )
, ' © Men
. N.ontraditiona_'lsiin the Labor Force . - ‘
Seven Illus.trations of Change . |
. S - . ,  December 1974 December 1979 % Number
Occupatios ¢ S » . Total Men | Total Men Increase.  Increase * .
Bank TIellers ' N 351,000 30,000 493,000 35,000 -1.4% §,000 :
Clinical Laboratory Technologists . . 155,000 42,000 217,000 61,000 ~ 1.0% 19,000 ;
Dietitians , « 33,000 2,000 57,000 5,000 2.7% 3,000 -° -
Hairdressers and Cosmetologists 498,000 39,000 576,000 63,000 3.2% 24,000 ’
Office Machine Operators 662,000 190,000 904,000 226,000 -3.2% 36,000 '
' o Registered Nurses . 904,000 18,000 1,223,000 39,000 12% , 21,000 ° -
Secretaries, Unclassified ) . ' 2,975,000 22,000 3491,000 33,000 2% 11,000

) " Total increase for oct:upgtions shown 119,000

"

Source: Statistics for women ‘and men based on December 1974 & 1979 annual«averages.

-~ U.S. Department of Labor. ‘Table 1. Employed and unemployed persons, by detailed occupatlon sex and color.
‘ Washington, DC/‘ u.s. Department of Labor, 1974, (unpubllshed data) ‘ ) ., ‘

K
U.S. Department of Labor Table 1. Employed and unemployed persens, by detailed occupatlon sex, and color.
Washmgton, DC: U S, Department of Labor, 1979. (unpublished data)

2 104

.




.®_Department of Labor regulations of 1978: emphasize positive recruitment and activities that

PLACEMENT . o : - . HOI-4
, MAJOR LAWS BANNING SEX DISCRIMINATION' ~

.. IN EMPLOYMENT AND EDUCATION . L

’ i

-

» f Y . L4 N
e Equal Pay Act of 1963: prohibits discrimination in pay and fringe Benefits on the basis of sex.

e Equal Employment Opportunity Act of 1972: bans discrimination in hiring, wages, and othér
employment-relatéd practices on the basis of sex or minority status by employers with fifteen or
more employees. . -, -

~ ° Vd . .

e FEducation f\mendments of 1972, Title IX: forbids sex discriminatfen in admi‘s,ﬁo'ns, course

selection, financial assistance, and related rules and goliqies by schools recejving federal funds.

. - <
e Fducation Amendments of 1976, Title /1. requires vocational educators to take positive st‘e"bg—— U

or "affirmative action’’—to overcome sex discrimination’in all career programs.

e Comprehensive Emp/o;/mgn t and Training Act (CETA) of 1973 and. Amendments of 1978:
provide training, retraining, and support services to women to increase their opportunities for

’

_ placement in nontraditional occupations and for options other than dead-end jobs. .

-~ "

“

prepare women for entry into traditionally male dpprenticeship programs.

.

V
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 'PLACEMENT. 31 - e . HoMi1 ‘

\‘,’ » I FACTSHEET ON NONTRADITIONALS , : L /
. : WHAT PROBLEMS ARE WOMEN HAVING IN~ °~ ~ - .

) ' _' . L NONTRADITIONAL OCCUPATIONS? o .o

. ~
’

v
Ll

Acc{ d|ng to.one state study: . ,

1. lefrculty or |nab|I|ty of maIe coworkers to adjust to women employed in nontraditional jobs

] Y

/

) . 2. Harassment from foremen §r supervisors - . ) .
- Ce 3 Difficulty with the physical aspects of the work ’
v 4. Sex discrimipation in pay , . . o , ., .

P s 5. Lackof acceptance by male.cowo;rkers (coldness and hostility)

\ - 6. _,Sexuai harassment and propositjoning', by male coworkers |

) N 7. "Dirty trlcks” played dn women workers.by coworkers - . - : .
‘8. Unwillingness of male workers to teach women skills needed for the work N /
. \( . 9. "Survival testlng or dssigning women much more dlfflcult work than is normally assrgned in —
- . an effort to get them to quit , ) . . r » )
. . . ' . 5 ‘%
. 10.-Verbal d|srespect by male coworkers . 7\ . H S
). N ) . ;,Q" .x» S
1. Lack of separate toilet and. showe; facilities for women » :
L A ' 12. Lack of ¢ deserved proﬁ?otlons for women . ) ] . ) .
v b 23 < R ’ N . ¢
& 1:;3 Inaccurate evalhatfd bf work by supervnsors % 'ﬂ;
/7 dSPm'cp Bureau of Womenljafti' Six p/oneers b{JUISIana womeh. traditional jobs. Baton Rouge: Louisiana ~

- Smlebepartment of Healtr;and HUman Resources 1977, pp. 25- 2 £D )50432) © . - » ) ’("
T e Ny " R . L
s ot )\‘:‘?z NE1r T e ‘%ﬁg‘ v, ., ] - ~

R _: .- "ff.ﬁ’ - - ‘ . < ,‘ . _ )

T . o '/ : [ . 1 '
. j‘ o WHAT PROBLEMS.ARE MEN HAVING IN - . o
. NONTRADITIONAL OCCUPATIONSZ=! -
» ‘ .
N Accordlng to US News & World Report o 0, <, ;,’;’:%} Lo ,
' 1 (“Qi' / ’ ‘

1. A male flight attendant gets wolf whistles from maIe airline ﬁassengers

’ + 2. A male hotel maid’s father Iaughed when he heard abotit his son’s jOb ’t

Vad

F e Y. 3 After a male nurse was admitted to nurs|ng school - there was a tendency at first among other T

L #a
3 52‘}3g Aurses to treat hlm Ilke an orderly. . : /
5y - 4.~ A mgée\é’lementary teacher says men are still denied elementary, s school posmons and are placed
T " J@&he perhgraadgclassrooms to provide help with discipline. *  ~° , N
P 1 .
78 D% [ ]
S ’ ‘gourcee f%w meﬁ are going for ' wom‘&; jobs.” U.S. /(Vews and World Report, October 16, 1978, 85, pp. 97-98: ’
e v oo A N - . - g

2 :




PLACEMENT L ( ' HO 11-1 (cont’inuei)-/ﬁ ’

) .
o) : '

Ac‘corgiing to Glamour.: ) . _ . .

5. A male nurse is k%dded because of the dssumptidn that he is homosexual.

4 ) .

* . 6. A flight attendant receives a cool reception from\passengers. - e
7. A male receptionist is not respected because the jab isnot considered vital for a man. -
k] . - . - " . - .
Source: When the secretary (or the receptionist or the m;rse) is a man. Glamour, September 1980, 78, pp. ’178-182. o
‘ F . - i - . e -
* N ‘ N . v 0 . -
' HOW DOES NONTRADITIONAL WORK EXPE\RIENCE
. _DIFFER FOR MEN AND WOMEN? o -
» 7 According to a study reported by Psychology Today:~ -, s . .
1. 'Women nontraditionals warted to be.viewed-as equal in ability to their male coworkers. Men - .
nontraditionals wanted to be viewed as superior in certain stereotypicaljways to female coworkers,
Y - ’ - . s R ,

2. Ninety-two percent of the male nontraditionals discussed future expectations and plans for
o advancement with someone in the gompany:compared to 24% of the female nontraditionals.
b ry ~ . .
3. Traditional male coworkers ‘thought that female nontraditionals might need special help.

Traditional female coworkers frequently wondered why any man would choosésuch workas _ ~ ©_ °
- " theirs. ‘ : ) o . Ry T

Py

SOL;rce.' Pink-collar men and blue-collar women. Psycho/og); Today, June 1979, 13, pp. 31-32. ‘
. . " ] , | -

.:';J

. ’
F -~ . -
-
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’ ’ . ' POPULAR ASSUMPTIONS -

g
.

,Directions: The statements below represent a sa[npling of étereqtypéd assumptions about N
female and male workers. Check at the left those you have found hard fér persons to change.
In the blank provided after each statement, write a contradiction or exception heard in the

U / interviews. '

\ Example: ¢ @ ‘Women don’t like men’s work.

’ - . g, »

. Some women don’t like to sit at a desk all day. . o .

' L4 )
- . S

1. Women should be women, and men should be men.
. ; ,

2. A.male in a nontraditional position would havg trouble getting along with other employees.

' .

3. | don’t mind having a woman as a token, but one is enough. -

\ -
4. Anyone knows what a woman really wants is to get married. _ (

y
~ d 1

) * B, "Men require more aggressive work than women. B . |
' ‘ ‘ . ) |

6. 1'd need to have a different curriculum for nontraditional s;udents.

’ / »

7. Women are taking jobs away from men.

T

C . ETR

- 9 .
8. Men need better paying jobs to support their families. : »

9. Women are incompetent in math.

10. Why recruit nontraditionals—they won’t find jebs.

. . ‘ .
III . . . ) .'& . =

. 11. Other

' 12. Other
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INTERVIEW FOLLOW-UP QUESTIONS ' :

4

- N .
- P

Directions: Use the questions corresponding to the particular interviews you heard on tape .
to focug your thoughts and impressions regarding placement concerns. Do not feel limited to
* these gliestions in your discussion. . ,

T

Employers’

1.

N o e s e N

Recruiters )
1.

2.
3. What emerges as the key to a nontraditional’s overcoming biases in others?

4. How do the recruiters describe the situatian for female nontraditionals and for mal_g nontraditionals?

. 6.
6.

7.

Nontraditional Workers \

1.

. 2.

. 3.
4,

5.
6.

. What factors influenced the gucceséful placement of these two nontraditional workers?

How common is it for the employers to hire nontraditionals?

How do the employers describe the situation for female nontraditionals and for male nontraditionals?

How comfortable do the employérs seem in talking about nontraditionals? i .

What problems concerning nontraditional workers arose, and how were they handled?

What practices do the employers follow to enhance the placement of nontraditional workers?

What, in the experience, of thege émployers, makes them favor hiring nontraditionals?

What popular myths or assumptions about noptraditional workers do the employers refute?

4 -

How have the recruiters been able to successfully place nontraditionals?

How gomfortable do the Tecruiters seem in talking about nontraditionals?

What proble?ns concerning nontraditionals arose, and how were they handled? 4

In what ways is close collaboration between schools and industry important to plécement of A
nontraditionals? .

< . I * 3
What popular myths or assumptions about nontraditionals do the recruiters refute?

/

How does the career motivation of the female nontraditional compare to that of the male
nontraditional? - B .

-~

What career problems have these nontraditional workers experienced, and how were they handled?

What could have made placement of these two nontraditional workers easier?

How do experiences of acceptance on the job compare for these two nontraditional workers? *

What arguments do these two nontraditional workers suggest for supportihg the placement of
nontraditionals? /

What popular myths or assumptions about nontraditionals do these two workers refute? ,} :
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~

Vocational Educators N . :

1.
2.

Traditional Coworkers

1.

IS
How common is it for these vocational educator’s to have nontraditional students in class? ’

How do these vocational educators’ descriptions of the class situationfor female and male
nontraditional students compare? %

How comfortable.do the vocational educators seem in talking about nontraditional students? .

What problems arose concernlng nontradltlonal students, and how were they handled?

How do the experiences which these vocational educators have had recrultlng and teachnng
nontraditional students bear on placement7 . N :

What, in the experience of these vocatlonal educators makes them favor havung nontraditional
students in class?

[

What popular myths or assumptions about nontraditional students do these vocational educators

refute? ’ L.

-

t

-

How comfortable do the women coworkers seem in talking about their nontraditional colleague .

compared to the male coworker?, - <

How do the attltudes about nontraditionals compare between'the male and female coworkers
|ntervrewed7 i )
What factors seem to inflyence the successful placement of the nontradltrc¥1ais, accordlng to

»

their traditional coworkers? ‘ ‘
What problems concernlng nontraditional placement do these traditional coworkers address?

5. From the interviews, in what way(s} should traditional coworkers be ¢ a consnderatldn of
employers in placing nontl’adltlonals? ; o

6. What do vocatronal educators most need to do to enhance placement of nontraditionals?

What popular myths or assumptions about nontraditionals do these traditional coworkers refute?

HO 11-3 ?continued) ,

-
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' | HO II-I-T
RECRUITING/INTERVIEWING
d 'CASE STUDY #1

Marie is a 23-year-old radio-T.V. repairperson. At a job interview,
the manager frequently touched her while discussing her qual-
ifications. She was afraid to say anything and create a scene.
Then the manager embarrassed her with personal compliments.

-

»

. When he asked her for a date, she refused and didn’t get the job.

1.0 114

-
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HO 1111

RECRUITING/INTERVIEWING |
CASE STUDY #2. ' | :

- . . '

"Michael has always found office tasks appealing. D’eépite his ,pa,rerflts'
wishes that he go‘into the hardware business with his father, Michael
went to the shorthand instructor to discuss a secretarial career. .

Ms. Ching chuckled and said, “Mike, why on earth do you want
to become a secretary? You can make lots more mongy in m\(\en s

fields.” L
- oo | 2 112

-




PLACEMENT HO 11-17

RECRUITING/INTERVIEWING
CASE STUDY #3

Al o

—

Whén Jeanine went to apply for a welding job, she-was totd the com-
pany preferred a man so there wouldn’t be any problems on the job.
Jeanine calmly said she understood but would like to take the mach-
ine test anyway. The men stood around laughing as she began to use
the welding equipment. The arc had been turned up deliberately so
she'd blow a hole through the thin metal. She asked for other equip-
ment and passed the test. Later the company called Jeanine to tell

her they had already filled the space.

)

& k o ' lld
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RECRUITING/INTERVIEWING
" CASE STUDY #4

\ o -l - ¥ ’ N

Darlene decided to train in auté mechanics, but wasn't sure how .
- Mr. Raney, the instructor, would feel about women in. the class.
The brochure for the course showed only males and described the
. career for men. Darlene had no idea whether any other'women were

enrolled. Then, at a career fair, shé had the chance'to talkk to -

Mr. Raney. .He said; | don’t care if you take the caurse. Just re-

member it's a large class, so don’t expect any favors.” -

ERIC . 7 . Y114
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«* ', CASESTUDY #5 " Co
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When Geraldine went to interview for a lineperson’s position, there
were already five women working for the telephone company. The

. employer assumed, therefore, that additional women could take care
of themselves and no reference was made to their_being nontradition-
al other than to say, "If anything should arise, you should tell your

' supervisor.” . '

A

5 115
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. REGRUITING/INTERVIEWING ‘
' CASE STUDY #6 ' R .

.

~

R ' ’ Yy o :
Ruth Granger interviews prospective nurses for Memorial Hospital.m.
When it was learned during staff meeting a male nurse would be in-
terviewing the next day, colleagues kiddingly suggested that Ruth -

- _should put the pressure on to determine the candidate’s self-

-“ confidence as a nontraditional. Ruth smiled and replied, "“This"

can be discovered just as easily in a nonthreatening.atmosphere.

| intend to break the ice.and compliment him on his outstanding.

. record in the military.” “ T

“
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> SEX-FAIR RECRUITING/INTERVIEWING GUIDELINES
‘ ¢ ‘

. A. RECRUIT[NG - - ’

Research indicates that four kinds of strategies to recruit nontraditionals currently predominate
at the postsecondary and adult level. word-of-mouth, media, workshop/speakers, anid community
linkages. Guidelines in their use are as follows:

]

I

~~ PR

LY

k Word of-Mouth

1. To thrive, "the word-of-mouth strategy requnres personaI |nteract|ons noted for openness and
established eredibility between two individuals. .

-

’ 2. Students may be the best recruiters..

3. Most frequent vehicles for transmitting the recruitment are friends, employees of the institution,
family members, and agencies

4, Methods of systematlzmg word-of-mouth recruitment strategies include neighborhood door-to-
door canvassing, telephone canvassing, and going to places where potentlal clients congregate,
¢ such as laundromats, churches, and day care centers. : / ) v 7

¢

R

Media

5, Practice suggests that recruiters yse both pr|nt and electronic media.

6. Print and broadcast journalists are concerned with printing significant or unusual |nformat|on for
' their readers and respond to understanding how and whom a story will benefit..

7. Insure, sufchlent Iead time and desnred date of publication. = - o .

8. News releases both rnform the pubIlc}and recruit indirectly. "

9. Developlng community ma|I|ng lists is an |ntegraI part of sending mail targeted for specific audiences.

- " 10. Placement of posters and f||ers should be in areas where potentlal clients WI“ most likely see them,
such as grocery stores, gas stations, bars, ‘recreation centers community centers, shopplng mall

booths and libraries. ‘
\
11. LocaI television and radio stations provide air time to mdnvnduals and group spokespersons whd

want to convey nnformatlon through public service announcemsnts.

Workshops/Speakers

12. Workshops and speakers are efficient ways to meet four basic needs: |nformat|on motlvatnon
R . counsellng/support services, and nontradltnonal employability skills. s )

. 13, Programs which emphasize counsellng/support services often prefer considering both traditional .
.and nontraditional careers when serving displaced homemakers, in order to offer assistance to a

broader audience.

' -

14. There is noticeable growth in self-confidence among workshop, partlclpants who gain nontrad|t|onaI
employability skills. .

-15, The reputation some programs have for providing clients with nontraditional emponabrhty skills
is a key factor in their both initially attracting recruits and successfully placing them.

\ 1 ’ s
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¢ ] .

16. Speakers (especially nontraditional role models) provide effective commufiity outreach and

often directly .influence new recruits to enroll. s .
12 - , ’ /
17. When employers talk to nontraditional recruits, they not only benefit enroliment decisions, but
. also become more interested in placementefforts. ‘ . .
¢ - . )

Community Linkage
4
18. Building communication networks and tapping human/organizational resources are vital to the

success atd continuity of any recruitment effort, whether new or well established.

19. Collaboration with business; industry, and labor not only promotes placement but also gives
employers and unions a vested interest in making the recruitment effort effective and appropriate.

20, Recruitment functions that community linkage supplies are referrals, program support, and -
. placement. ' : . .

i 21. The quality and numbeér of recruits referred by communityégencies depend to a great extent on
) the kind of information and personal contact extended by the recruitment program.

22. Program support through advisory boards may be achieved after program staff have extended
. themselves in special ways (e.g., travéling classrooms) to reach the community.

™ 23 Individuals such as sex equity coordinators and public figures can lend support, even if noton
advisory committees. : : .

24. Collaboration and support from business, industry, and labor thrive from experiencing success
with previous nontraditional placements. . ' .

.

25. Nontraditional placement in apprenticeship.trafning also benefits from recruitment programs
organized and established by trade unions and contractors. T

. 26. Recruitment needs to'consjder placement to avoid the injustice of obtaining commitment to
train for jobs that do not materialize. ’ -

Source: Items 1-26 taken from Bowers, é., Sechléer, J.; Spain, R.; & Canora, V. Options unlimited: Recruiting women
. and men for nontraditional occupations. Columbus, OH: The National Center for Research in Vocational Education,
' . 1980- ’ K ‘ -

, ' . v

An earlier literature review discusses strategies used to recruit no_ntr]ad"itional vocational education
students at different levels. At the prevocational level, the document describes recruitment guidelines’
as follows: . ’ . ,

: 4 . o ' 0 . )
, 27. Recruitment strategies at the prevocational level must be used carefully, since early adolescents

are so jmpressionably vulnerable, . .

28. Successful implementation is more likely perhaps when proactive planning occurs that enlists a
broad base of support including students, teachers, counselors, administrators, and parents.

29. ‘View prevocational recruitment as an exploration process over time to ensure students the time’
necessary to gain self-awareness and caregr-awareness. ’ :

L 30. Certain recruitment strategies may vary in effectiveness when used with /S'.tude_nts at different
¢ grade levels. <, : e '

kS

o
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|
|
|
|
,
. . . . ) ’
f 31. Discuss nontrdditional enrollment with both boys and girls to avond the developmenmf,asplfatlons
‘ that conflict with mutual expectations of either sex. . N :
32. Emphasize parental involvement and self awareness exploratton through the tntegratlon of role % 5
and occupational information. - . ~ . 2 gy
v»"’i? &y

» "-& %,
At the vocational level, additional recruitment guidelines are: )

33. Use a greater variety and sequence of strategies to address both individual needs and the force of - sty
peer pressure/cultural socialization to conform. . . ' . o

34. Important recruitment considerations at this level are (1) communlty publicity, (2) llnkages with & -

Y

. business/industry/labor, (3) information with community and personal relevgnce to students, oy
(4) one-to-one experiences with role models, and (5) hands-on opportunities to dispel fears of ° -
rejection and of nontradmonal course coritent. . o @) -2
35. According to Smith (1978), a general program can reach “ready’’ students perhaps as well as an
intensive one. The gext level of readlnfss wifl only be reached over tlme‘and through the involve-
ment of the whole school system %
. ~ A
At the postsecondary level additional recruitment guidelines are: : gf‘
. /\'\ 36. Role models are |mportant to attract adult nontraditional students, as l‘s the seque%nal and ""' : g,f -
simultaneous use of-strategies. .
\a 3, . .,
37. Self-awareness and inforrhation are major problem areas for acfult recruits, Specnal 90unsel|ng is
useful to help women make the transjtion from homemaklng to schdol and lnteg‘ratlon of ) :
multiple roles. T ; : f
38. Special support services such as chnld care and flexible class scl:;g}?’lmg are needed. : ) 4;’«
Pty

39. Communication strategies need to be more extensive to reach ﬁagﬁy of target audiences
located in the community rather than already in school. £ ;”%,M f % - ’ . '
. mwm’ww ‘ . )
Source. tems 27-39 taken from Vetter, L, Sechler, J.,%Lowry, CM,, &Canora V ors i uenc/ng nontrad/t/ona/ . .
vocational education énroliments. A literature review. “Columbu’s OH .,The Natlo B ter f0[ Bé}earch in Vocatnénal T
- Education, 1979. " S

! - . o .

4

B. INTERVIEWING _ : " ;{ﬁ &

1 -/

Assertiveness tralnlng literature provides some l’I&ltS and gundellnes by T.V. McGovern that are
adaptable to estabtishing sex-fair interview procedures and practice. These righs and guidelines apply 4{:’;5 .

primarily to employment, situations, but yocational educators and counselors may benefit as well . “;3';

from incorporating them in interview prdcedures wuth prospective nontradltto’nal students. i :‘x}

Noritraditional Interviewees have the right to—. - . @?t»r,g‘;; p
: Aty IS

e expect that they will be listened to; ‘ : \ % o kg;‘

e share important information‘about themselves; ‘o -

e know enough about the job in order to-make a good decision; = . ' >

e answer questions in their own way; ) ) . oy, ;

/: refuse an unreasonable request; ' ~ ) S o Lo 7
e have and confey specific needs;
e expect truthful, accurate information during the interview;

.
‘ .
- ‘ . - ~
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o PLRCEM - ‘ - HO Hi-2 (continued} .
oo L e treated félrly (on.bﬁz;ndmdual /not stereotypical basis) w1thout diserimination due to sex;
i 7 0’*convey self- conflder&e and pride in their accompllshments
. makegg«mstakes L . . -
o,vf‘ <l . ‘ R 7 r
. e 1
a4 Interwewers of nontggdmona/s have the right to— v
R A - .
SR e assume that they will be listenedto; & |
. e seek mft)rmatlcxn from* nor%;adltlonals abo@sthelr qualifications; .
. ésl&questlons %bout nontrad'ffdonals valuesg 3 ttitudes, goals; .. 5 ‘
P ovglVe information about the job pos|t|on reéuurements and organization; S ] 4 i .
“ o :decide the length of the interview; .o ) .
s ﬂffaxpect truthful, accurate information durlng the interview; : . :
) o refusgan unreasg gble request; = s 4 )
55—, ‘\T * show nthusrasarand expression. ‘;,. é‘? ° ;
i w“"' e judge the nonffaditionals’ quagﬂcatlf)ns, L b ;
e make mistakes. | P ‘ . .
. ; _ -
- In add|t|on to the rights mentloned the following guidelines may be of use to interviewers in deahng )
with nontraditionals. »2:‘ . . - s & ;
. 1. Identify a personal style of nonverbal communication which-comes across without patronizing or
harassmg nontradltlonals in order to reinforce the nontraditionals’ self- confndence
2. Relax nontrad'tlonals in order to maxnmuze subsequent communncatlon o NS
: 3. If nontraditionals do not have the level of confidence or drive that you are looking for, thiscan - }
be d|scovered as easnly in.a nonthreatennng as a pressured interview atmosphere. . o
4, Assume the initiative-in both breaklng the ice and sharnng of generaI information. ’ j
. i .
5. Ask open-ended questions to increase the opportunnty for nontrad|t|onals to talk more and ’
share personal qualnflcatlons ' . . i
. ?f
’ R 6. Balance your.own agenda about securing necessary information with respondnng to what
. nontr/adlygydls have considered as their most |mportant qualnfncatlon or experlence ’ .
¢ 3 ’dd 3 ©
- 7. Paraphrase what nontraditionals say occaslonally, both to |nd|cate attentiveness and understandlng -
- and aIso to encourage them 16 opt for brpadening or deepen’lng the conversatnon .
) L
" 8. lee comphments to maximize the positive nature of an interview and thereby increase the -
. potential for rapport-and better communicatlon ) L
S .
N 9 n seekrngﬁ)ecmc information, assertive rather than aggresslve quesfi'ons can help nontfa dmonats
s e;é[%?ss defensive. - c T e 2l
A P B ° y o
I e 10 frrseeking: specnflc information, be open to learning how nontradmonals have handled adversm/ MR

1

¥ and can now handle a sensitive area. ‘ ~ o

.

Source: Rights and guidelines adapted from Lange AJ. & Jakubowsh Bespons;b/e assert/ye behawar'
Cogn/t/ve/behawora/ pracedures for trainers. Champalgn, 1L Research Press, 1976 : , o
' ‘ \' .
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. PLACEMENT

ROLE PLAY #1~ - L
Roger is studying to become a secretary. His lack of.personal self-
confidence is evidenced in always demanding perfection of himself.
Toward.that end, he constantly asks Ms. Dimetri for directions and ~

" shows his work to her for ‘approval.

\
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TRAINING TECHNIQUES

’ ’ \ . 5

"~ ROLEPLAY #2 g o .
Trudy quit school to get married five years ago. Now a divorcee
with two children to-support, she wants very much to:get training
to become a machinist. She seems to have a knack with machines
and has good hand dexterity. But she’s failed her first test because
of poor math skills, ‘Mr. Cozad, her instructor, invites her to a con-
ference to discuss her.problem. o C ’

o

. '.'~';t~« S " .
e LT , . 122




=~ PLACEMENT - -~ -~ e , HO 1113

s
\

ROLE PLAY #3 o » .
Justine is enrolied in apreapprenticeship program for construct-
jon trades. Mr: Willis, the instructor, has observed that Justine is
isolated from her male classmates. They seem unwilling to teach
her the simplest tips that would help her get acquainted withi tools
and assume an equal role in teamwork efforts. )

€ s

% o
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TRAINING TECHNIQUES

oy o«

ROLE PLAY #4

a patient’s teeth as part of a class demor’is*tra’clon but failed to use
dental floss, his instructor, Dr. Phillips, corrected him in front of
the patient and class. Frank turned red, pointed at a shelf of miss-
ing supplies, and said it wasn't his fault. After the patiént left,
Frank met with Dr. Phillips for an evaluation. :

124

3 \,)‘ b - . 4

Frank is studying to become a dental technicjain. Wheh he cleaned’ -



- - N g - - . R -
[

- PLACEMENT - Co . HO 111-3

" TRAINING TECHNIQUES
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ROLE PLAY #5 -

Harry is enrolled in home economics with an ambition to become a
. fashion designer. -From the start he has excelled' over the young
women in this class. As a result, some of Harry's®lassmates have
become hostile towards him. Last week they started to harass Harry
by hiding some of his pattern pieces and knocking his dish of straight
pins all over the floor. Mrs. Hightower, the instructor, has asked
~ Harry to a conference because of the problem. -

Full Tt Provided by ERIC.

.. Q . , , . ' . e
ERIC . - s 125
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TRAINING TECHNIQUES

= [ AUTO HECHANICS
. DiviSioN

ROLE PLAY #6

HO 11I-3

Y Rl
T|PARTS

MANAGER.
TRAINING

Doris is one of five women who sigﬁed up to sthdy-auto mechanics.
Mr. Sanchez, the instructor, netices that Doris is not so strong as the

other women. Mr. Sanchez meets with Doris
‘a parts manager.

e

to discuss training to be
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SEX-FAIR TRAINING GUIDELINES ' - T
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PLACEMENT

. *

Training nontraditionals and traditionals in the same setting, be it a classroom or job site, requires
the same basic principles as far as the cognitjye domain is concerned. But since breaking down barriers
. of sex role stereotyping implies a values con ict, it may be appropriate to review guidelines associated
with the affective domain with sex equity in mind. An issue of the Peace Corps training manual provides
. . an interesting set. These guidelines are presented here in adapted form. S

Ve N

To promote and achieve sex-fair behaviors among workers and students in,training:

‘ 1. State the objective at a level appropriate to the age, background, and interests of the learners’
Yy . as well as the requirements of the job. : »

2. Preevaluate the learners to determine the attitudes and values they currently have. .

3. Apply teachi'ng/learning principles, such as a clearly perceived purpose, sufficient and
appropriate practice, provision of feedback about results of practice, graduated sequence
in learning experiences, and individual differentiation in behavior.

4. Evaluate the learners to determine progress and ease of Iearnpg._‘. .
v ¢ PR S "

The traner-committed to sex equity has the tasks of promoting demonstration of sex-fair behﬁvio§
and minimizing, neutralizing, or eliminating-avoidance. Three ways of doing so are through providing
’ ‘ positive conditions, positive consequences, and.modeling. The following guidelines may increase self-
esteern and thereby fostit positive conditions and consequences for training interactions involving
. -~ - _nontraditionals and traditionals. L.

5. A learner’s response is an attempt to learn; therefore it is important to give feedback abgut'
the results-irt a way that accepts rather than rejects the attempt. - )

6. Learners who treat nontraditionals sex-fairly need.to be reinforced or rewarded.
e ' 7. Graduated sequences need to be‘des’lgned that will ailow’positive interactions most of
the time. - . - N
8. Sufficient guideposts are needed to help Tearners khow what they have 4chieved in positive
‘interactions, where they are, and expectations for future.';growth. - . .

. 9. Statements of objectives need to be clear enough for learners to understand when first
< encountered.

. N ¢

10. Individually differentiating learners in terms of their understanding and practice of sex-fair
behavior advances efforts to address growth needs. . - -t

11. Feedback about results given after a learner’s behavior should be immediate and specific.

.12. Learners should have some choice in selecting and sequencing efforts to promote sex-fair
behavior. - ‘

13. Relate new information to old, within the experience of the learners.

14. Treat learners as individuals.

L .

* 15. When discussing the subject of sex fairness with Iearner:s, use active rather than pdssive words.

16.

Techniques such as motion, color, contrast, variety, and personal reference can attract and
hold attention when promoting sex-fair behavior. ) -

| o 1 . .
| .
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.

17. Trainers need tQ express genuine satisfaction when a learner successfully practices sex-fair
behavior. ~ ‘
18. Instructional tasks sl_'}ould be relevant to sex equity objectives.

>

19. Measures of sex-fair behavior should be relevant to sex’ equity objectives

20. Interactions between tradmonals and nontradmonals should be as voluntary as age, interests,
and tasks suggest.

.

{n usmg modehng, remember that most learning outcomes in the affective domain based on direct
experience can also be achieved vicariously through observataon of others. Guidelines based on experi-
ment results are:

. .

. 21. Learners achieve more by imitation if the model has prestfge in their eyes.

22. Learners will perform more of what is learned if they see the model being reinforced rather
than punished for the behavior. -

23. When learners see a model being punished, théy will tend not to do the action that was
" - punished.

24. When learners see a model behaving in a sex-biased, sex-discriminatory, or sexually harassing
. way, and there is no aversive consequence to the model the probablhty increases’ that the
learners will behave in the same way.

Source: Adapted from Peace Corps. Peace Corps training Guidelines. Washington, DC: 'Action, 1973, '

, >
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TEN IRRATIONAL lDEAS |

- BY ALBERT ELLIS AND ROBERT A HARPER ] v

1. ""You must havesove or approval from all the people you fmd significant’’ {p. 88)

2. ""You must prove thoroughly competent, adequate, and achnevmg or ... at least must have
competency or talent in some important area” {p. 102).

3. "When people act obhoxiousty and unfairly, you should blame and damn them and see them as
bad, wicked, or rotten mdlwduals” {p. 113).

&
L3

4. ""You have to view things as awful, terrible, horrible, and catastrophic when you get seriously
frustrated, treated’unfairly; or kejected’’ (p. 124). '

5. "Emotional misery comes from external pressures and ... you have little ability to control or
change your feelings” (p. 138). . |
L - I

6. "'If something seems dangerous or fearsome/ you must preogcupy yourself with and make yourself
anxious about it”(p. 145). ¢ . : |
. . |

7. ""You can more easily ‘avoid facmg many life dlfflcultles and self responsibilities than undertake -
more rewarding forms of self-dnScnphne” {p. 158).

8. ”Your past remains all-important and . .. because something once strongly influenced your life, it
* has to keep.determining your feelings and behavior today” (p. 169). . .

9. ”People and things should turn otit better than they do and . 90u must view it as aMul and
horrible if you do not find good solutlons to life’s grim reahtles” (p. 177).

10. '"You can achigve maximum human happiness by’ |nert|a and inaction or by passwely and
uncommlttedly enjoying yourself’ (p 186).

P

Source. Elhs, A., & Harper, R. A, A new guide to rational living. North Hollywood, CA. Wilshire Book Company, 1975.
. N .
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SEX-FAIR SUPERVIglNG GUIDELINES

Y '

Assertiveness training for managers is useful to‘considerTn supervising nontraditional and traditional
coworkers. The added tension likely to accompany the initiation of these work situations makes it all
the morg important that supervisors idcorporate assertiveness in their management style to be both
firm and flexible, respectful and responsive. Taetzsch and.Benson (1978) list basic guidelines for
assertive supervisign that can be adapted as follows to sex fairness: ‘

’ A

1. Put your efforts into changing behavior,. not attitudes. You can’t expect quick changés in attitudes’
and beliefs. N

-

2. Let your traditional and nontraditional employees know exactly what you expect of them in -
working together. ' o y _ . .

When someone harasses a nontraditional, or a nontraditional does something counterproductive,
“ tell the person about it right away in a tactful but firm manner. e

~y

B
- W

&

-

4. Have a clear idea of your own sex equity goals before asking subordinates to follow them:

5. Treat nontraditionals and traditionals consistently. At the same time, remember to give a new

N °

worker lots of support. . ( . ‘ . .

4 -

6. Never belittie a nontraditional employee for making a mista.ke,’eor a traditional embloyee for not
knowing how to be sex fair. Adjusting to new work rdles poses fear for both.men and women. [f
people fear the reality.facts show them, they tend to try to discredit those facts. Se~eoncentrate on

correcting mistakes, not pointing them out.

~

7. ée generous with positive feedback. . ' T

8. Give employees room to grow in sex-fair behavior as they show the ca’pab_ility_ of dealing with it.

9. If traditional employees persist in undesirable behavior toward nontraditional employees, persist ,)
in confronting them with the problems and mutually seek a solution to the root cause. ’

: - . ‘.- - - - ..
10. Involve employees in problem solving whenever their input may be useful in maintaining a positive
work relationship between nontraditionals and traditionals. ‘ o

. , - »
Source: Adapted from Taetzsch, L., & Benson, E. InR. Freiberg (Ed.), Taking charge on the job: Techniques for
assertive management. New York: Executive Entérprises Publications Company, 1978. .

If, despite careful preparation for n,ontraditio'nals to join the work setting, coworkers fail to respond
\_xtith sex-fair behavior, additional guidelinés adapted from Fournies (1978) are useful i turning the

situation around. .
1. Define what the traditional employee must do differently so a séx-fair environment will develop.

2.. Involve the traditional employee in face-to-face discussion—intentions to change need to come
from the employee’s mouth, not just the supervisor’s. ’ -

3. Remember that approximately 50 percent of nonperformance problems occurring in business can
" be related to feedback problems.” . .

hY

v
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. 4. The need for change must be clearly identified for the traditional employee. -

5. Traditnonals and nontraditiorals alike must understand that they are responsible for theur own
behavior. ’ “

6. Traditionals must perceive that sex-fair behavior is.in their interest as well as the nontraditional’s.
7. Supervisors must be committed to the same things they want traditional employees to do.

8. In acknowledging and praising tradlticmal coworkers’ progress in developing sex- -fair behavior,
remember that achievement is both winning and losing by less than before.

Source. Adapted from Fournies, FfF. Coaching for improved work pérformance. New York. Van Nostrand Reinhold
Company, 1978. '

In laboratory settings vocational educators are both trainer and supervisor. As such, the guidelines .
provided so far apply, in addition to the following statements adapted from Marks, Stoops and King-

Stoops (1978):

1. Estabhish a healthy working relationship with traditional and nontraditional students by approaching
. : problems on a democratic and cooperative basis. /

2. Strive to enhance each person’s growth in X fairness b delegajing responsibility for the improve-
ment of the class’s awareness‘and behavior. \3

3. Evaluate continuously your own sex-fair behavior, if not attitudes.
4. Be aware of the students’ changing needs and develop steps to continue growth in sex-fair behavior.

5. Encourage tradntlonal students to talk to others about tHeir positive experiences working with
nontraditionals.

6. Don't ask students to do something in the interest of sex equity that you are uhwilling to do
yourself. Supervisors are subiect to the policy they help to create.

7. Express concern for sex equity and the welfare of the class through action, not just verbahzation
in order to maintain high morale.

8. Don’t belittle traditional or nontraditional students’ dissatisfactions or give them ready-made
solutions. ‘ . I

/ i
4

9. Look at a degree of jnternal disagree'ment as an opportunity for future growth. -
10. Solvea sex equity problem, rather than sell a six-fair solution. '
11. Stress what is right in sex equity, rather than who is right.

12, Allow time for consensus regarding sex equity to develop. A

13. Recogmze indivudual differences in students’ behavnor regarding nontraditionals, and capitalize on
. them.

.

Source. Adapted from Marks, Sir J.R., Stoops, E., & King- Stoops J. Handbook of educat/ona/ superwsipn A guidefor
the pract/tioner (2nd ed.). Boston: Aiiyn and Bacon 1978.

2 - .
"y - k
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- SEX-FAIR SUPPORT SERVICES GUIDELINES

All students and workers benefit when their school or job surroundings provide support services. It is
not surprising, therefore, that the special needs which nontraditianals inherently pose at this point
in our culture make support’services even more vital to their successful adjustment to class or the
work place. A concerted effort from top adrr:i(ni;mxtion on down to line supervisors and classroom
teachers is bound to work best. indeed, the ffiost vital support service is personal commitreént.

/ — ' - 7 -
‘ . .

v

Vocational Educators

1. Encouraging a "buddy system’’ wards off discrimination, provides moral support, and refutes
sex-stereotypical myths.

3 @

2. Peer counseling is a vital support service, especially in cases where low nontraditional enroliments
do nét afford students'the "buddy system.”

| 3. Oneof the primary coneerns of support services pertains to both offerimg feedback to students
for reassurance and oﬁtaining feedback from them to assess needs and effectiveness of support

services.

4. Adult role models can make a tremendous impact, especially in combatting conservative peer

' pressure. “ ‘ .
* - 5. Courses need to be offered when nontraditional students are available to take them and when
special needs are identified. <. N .

6. A needs assessment shoulg be conducted to tetermine what support services are appropriate.

7. Reentry can be facilitated through é coalition of comrr‘!unity groups.

8. Of particular importance at the postsecondary level is providing nonbiased placement and
financial aid. ’ . >

_ .
9. Retaining nontraditional students in vocational education classes hinges greatly on the provision
! of support persons. ; ’

10. Formal and informal inservice activities may be necessary to achieve support of traditional
vocational education teachers. ' . ' A
1)

11. Teachers can help the adjustment in class to nontraditionals by guarding against students’ ,
- slipping into stereotyped patterns.

12. Communications will play a strategic role in anticipating problems with parents and spouses
through dissemination of pertinent information and provision of opportunities for significant '

. interaction. ’

13. Give employers seeking full-time or part-timé employees the names of qualified nontraditional,
as well as traditional, students. ’ .

14. Mailing lists need to be checked to guarantee information is going out to the persons to be
reached.

15. Examine the model »;ou g’qvide for students. . *

. »
;
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- 16. ldentlfy your $tudents’ awareness of sex _steredtyping and their role expectatlons ' , - ﬁ“

17. Teach for attitudes as well as Knowledge and skifls. ‘ ~* )
N
T ) 18. Integrate the concepts of sex stereotypmg as the basls for |ncreas|ng éxpanded role expectatlons. '

I

19. Develop an understanding of stereotyplng and role expectations with regular coufse content

20. Create a classroom climate that éncourages students to }xamlne sex- stereotyped assumptlons
4 attitudes, and expectations. - . . ,

- 21. Focus on human Jiberation, rather thanTnberatlon of one sex.

22. Determine students reactions to the topic during and at'the end of the course.

" \

Sources: items 1-14 adapted from Vetter, L.; Burkhardt, C.; & Sechler J. Vocational educatien sex equity strategle&
Columbus, OH: The National Center for Research in Vocat|ona| Education, 1978.

items 15-22 borrowed from Community Service Education Department. Expanding adolescent role eéxpectations:
Information, activities, resources for vocationgl educators Ithacd,NY: New York State College of Human' Ecology, 1978

1

L/

Voca;uonal Counsetors . L L ,
1., Encourage recruitment’ of men anEI women- into nontradntnonal trammg programs. . . ’ .
*' 2. Encourage other counselors or advisors to publicize career opt|ons that are nontraditional. ' f .

3. Encourage inservice tra|n|ng programs on sex equity in education as well as employment

r~a
) 4. Include guest lectures in vocatlons by individdals who representa range of sntuatlons (undér- e
) femployed unemployed, single, marrred childless, trad|t|onal and ontradrtlonal)

5. Organlze rap groups or conscuousness-ransung groups “to help persons ga|n self-knowledge, sefcareer
goals and overcome occupatlonal sex role stereotypes. .

»

6. Expand educational programs and services to increase awareness of broader job opt|ons “

7. Provnde:a tour of a variety of vocational classrooms and industries to convey the advantages and
dlsadvantages of various occupations. ' .

' 8. Communlcate information about job. t) ends 5,10, and 20 years from now. -« .

. 9. Provide peer support—a "big brother’’ ot "big snster"—to new students in nontradltlonal programs

10. Provide j;:laSS that might be called ‘“the problems of work.” 1t might help new or potential
deal with problems that cause absenteeism and turnover such as inadéquate housing

’ workers
' . and transportation, unsatisfactory child care arrangements, lack of condfltlonmg to-meet the -
- . physical strength.and agility required of the job accumulatlve fatlgue too heavy load ‘of outs|de C
LT duties; and unhany workmg relatuonshrps. . : - L

11, Plan facilities with washrooms and convenient and appropruate places for.both sexes.

12. Provide flexible schedulmg of classes to include part-tlme evening, and perhaps weekend hours . L

13. Provide training in basic stu\dy skills, basic job sk|lls and physical exercise. o

14. Help males ina class acquire an acceptlng attltude toward females; and females, an acceptlng

el

attitude toward males.. \ ' o . o
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16. dnclude a course or workshop, for women in "how to. surVIVe in a man’ soccupatlon " and ong T

A 7 o« - N
' fof men in how to survrve m a woman’s occupatton " of simply one in "how to s’urvrve ln a i g
‘ / - artradmonal occupatlon : . o S AR
3 [N v © v . hE K N w:' N et |
16 lncrease ceoperatlve work experience | educatlon programs m nontcadutlonal tralmng for women s .
and men. Place two persons of one sex.in the same .spot for mutual support L R RN
/ M :‘7' \“ - w‘\ ¢ 1 '..‘l e ‘, ' .. ) }f ;' “l,‘ o
. Source Items 1-18 borrowed from Postlewalte, B W, Encoaragmg men and women mta nontrad/ tional oacupatlans, ..
v . Olympra Washmgton State. Commrsslon for Vocatlonal Educauon,nd . . Fal RV
. @ ) '\‘ . ; . v, N D ' g ', ’ . . . . - . - s -‘ ’ : ‘ . ‘
s v 3 : e "~ I . ,.\ ’:V &
Empioyers . O ol
o 1. Don’t séparate job tasks |nto male/female categorles R SRR o * -
) L 2. Encourage men "ahd Women employées to develop nontradatlonal skllls . ' . o )
' Co- ’ .
oo 3. Provide opportunities to try out nontraditional jobs. - .o . .
. 4, Staff development may be needed related to sex equnty , - D -
v e ; :
, Promotuonal .opportunities should be avallab'le for both sexes, NN ) . '
/4 [ “ R . »
6. Nontradmonals may need expesure: 0 the tmogy andtoolsm nontradttronal 1obs
7. On the job traunlng helps persons desiring a job change from tradmonal to nontradmonal !
o 8. Women and men sh0uld have the same lntél:vnew and exammatlon questlons \ .
9, -'Employees need to be mformed about any special problems they may encounter in a\nontradl- ,
e tlonaljob - 7T , L
) i 10 Compannes can help in recrumng non,tradmonal employees by workmg wnth ]ocal schools and
", - training sntes. e , -
11. Instructors of work/study programs need to be mformed of anythlng their students are lackmg . T
~ to succeed in a nontradltlonal job. . / . ‘ R '
12. Related instruction classes camproviderdiscussion and solutions to problems bf ‘pe'rsons in non- :
straditional work/study positions. - ; . A ' T . .
13. Efforts are needad to provide successful role modéls for nontradlllohal employees and students
1 to follow - , ~ . T w T .. . T,
L . 14, Companles can facilitate placement of nontradmonals by allowmg mterested persons to VlSIt
work sites. . . .
. 15. Employers need to be able to determlne what opportunltles really emst for nontradjtlonal job i’
- placement \ a o, . ’ w .
R 16. Employers can facifitate placement of nontradltionals by enlisting interest and inv‘olvément of
other employers Lo @ o ’ ! . l T
1-7 Female employees need help combatting prejudices of worklng wuth males; and males, to comba‘t ,
- - pre;udlces of working with females ce .
P ) . ) I s ;
. ’ \ ' * . 3 ' . " , N ,

L) . <( ) : " w ( 13(1 te . B . ‘ :‘

. N . N . v
ERIC - , * |
. . ~ - s « -
. o~ - ' o' “ N
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18. Training materials are useful for line supervisors in working with minorities and nontraditionals.

19. Local schools need to know emponers wnlllngness to help in facnlitating placément of
nontraditionals. . . -

20. Employers can help facilitate placement of nontraditionals by allowing eniployees to serve as

speakers to student groups.

L2
L&,

21. Know specifically the legal requnrements for equal mponment opportunmes and affirmﬁe«
action programs. * R '

‘{ xam|ne your own biases and prejudices—do the fac‘ts support them? nd
1

™~ *

23. Educate management, supervisory personnel, and all workers toward a realistic appraisal and
acceptance of all persons as workers. . .

-

24. Modify the recruiting process if necessary See that jOb postings are accessible to both women
and men. :

25. Make certain that only valid job-related testing procédures are established for all jObS Pay specnal
attention to language limitations. . “

. 26. Work with vocational training nnstitutnons to improve and i mcrease related courses and to change
attitudes toward training men arid women for nontradmonal occupations.

- "

27. Take a community Ieadership role in advocatlng men and women for nontraditional jobs.

28. Review and compare the numbers of men and women in various positions using these variables:
rank, saIary, supplemental compensation, and frequency of promotion -

»

29 Study 'the labor pool of qualified applicants for each position in the agency to ensure that persons
are selected for jobs in proportion to numbers of available persons of both sexes. Include in the
pool, persons employed in the agency, unemponed but qualified people in the area, and graduating
students from universities or colleges in the state.

30. Deslgn an affirmative action program to remediate in the areas where representation of one sex_
has been absent. Include sections on these areas: recruntment selection, transfer, referral retention
dismissal procedures, and salary discrepancy adjustment.

31. Make certain that mternships, other staff development opportunities or training, tuition grants, .
or compensation designed to prepare employees for promotion are made available equglly to -
both sexes. (However, if one sex has been limited in the past, these opportunitjes may be designed
to heIp elqmnate the underrepresentation of that sex as part of an affirmative action plan.)

32. Issue aclear and firm statement of affirmative action to employees and the community-at-large
_ through newspapers, letters to employees, handbooks, statements of philosophy, and application
forms that mcludes a specific reference to nontraditional opportunities for men and women

33. Publish policses procedures, and criteria for job selection so that incomplete knowIedge of jobs
may not have a differential'effect on members of one sex. . , -
\
34. Review job descriptions and qualifications to be sure they are job related, and remove dISCl’ImIna
‘tory criteria, .- ) R :

- e
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_= 35. Remove from job application forms discriminatory questfons concerning these: T
' 1. Marital status (Miss or Mrs.) : ' .
2. Number of children or other dependents. : .
. 3. Head-of-household designation ) )
: - “ ~ .
36. Publish salary schedules for both professional and nonprofessional positions. 1 N
37. Examine employer-sponsored activities, including social and reqreatlonal programs, for evidentes
¢ of discrimination on the basis of sex. If mequtty is found, take nece&sary steps to remedy the
.situation. ~ oo~
38. Examine fringe benefits for discriminatbry practices and make necessary changes. Include
attention to the foIIowing- . . 4
e - 1. Equal retirement benefits for men and V\fomen L - .
2. Leave time benefits o

3. Insurance benefits, including pregnancy treated as é temporary disability”

-
-

¢

Sources. ltems 1-20 drawn from Postlewaite, B.W. How can employers help provide equa/ opportun/tles for men and
< women? Olympua Washington State Commission for Vocational Education, n.d, \ .
‘ . Items 21-27 drawn from Postlewarte, B.W. Encouraging men and women into nontrad/yona/ occupations. Olympia
Washington State Commission for Vocational Education, n.d. . &" R

* .
.

Items 28-38 drawn from Alabama State Department of Education. Educatlona/ equity model. Montgomery* Alabama |

State Department of Education, n.d. . . \
> [] h\
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v .t ) MUTUAL ACTION PLANNING FOR ' ‘ o
ENHANCING PLACEMENT OF NONTRADITIONALS

t

. Establishing Improvement Objectives : e ' :

ovements related to placement implications of recruiting/sterviewing, training,

What three impr
ike to see accomplished during the next year?

supervising, or support services would you most i

v

Select one of the improvements that is most important to you and write it as an objective. Make
sure it answers the following questions: _ .
S e What is to be improved? ’
’ _ e Who is going to improve or he improved?
. e How will they improve? o .
¥ . Where will the improvement occur? ’ . )
e When will the improvement occur? ‘ .

A} r

i1. ldentifying Barriers to and Supports for Improvement

A. What are the important.barriers that you will encounter in your effort to achieve the
) improvement you‘ve selected? ,

4 .

d ’
t




Placement '

Is the objective stated in behavioral and concrete ways?

[ 4
-

Ve
. H1l. Reevaluating Your lmprovement Objective

Now-that you've ldentlfxed barriers to and supports for your lmprovement objective, think
about the following questions: R )

HO 111-8 {continued)

Pe
J

.

Is attainment of the improvement objective possible? [

Is attainment of the improvement objective probable?

s it observable and measurable? .

l;)o you believe your improvement objective is the best available alternative for achieving
your change.goals?

Have you set a timeline for achieving the objective?

+

AN

s this something you really want to achieve? ‘
s

Planning for Accomplishing the Objective

A

Improvement Resources

v

-

What resources (knowledge skills, money, people, materlals trammg) will you need to
achleve your irhprovement objectﬂre? . . )

N b o

knowledge/materials: T
9

‘money:

people: . : ’

skills/training: -
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N

A

_ B. Action Steps
5 List below the n{acessary first steps that you will have to téke to meet your improvement
AT objective, and the timelines you will set for their completion.

“ Action Step ! Time Completed

1.

2. A ' ' ,

w

<
" ” -
- 3

C. Evaluation -

- N

List below the y(s) you will know whether you have accomplished thé improvement

objective. . —_
.4
1.
2.
. 3. . .
3 - -
» . s

/

Source:. Adapted from McCune, 3,, & Matthews, M. /mplementing Title IX and attaining sex equity: A workshop
package for elementary and secondary educators. Washington, DC: Resource Center for Sex Roles in Education, 1978.

-
v
-~

1)
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NONTRADITIONAL STUDENTS Ai\lD WORKERS TELL HOW IT IS -

A. Initial Excerpt on Tape for Unitl (See Activity 1) | o

Tom — high school senior and a male enro//eﬁ in cooperative office education:

* [ don’t consider myself a nontraditional. . ... In our school it may be considered nontraditional, but | know in other
schools in the Columbus area they have almost a 50-50 COE program. . . . Most of my friends are interested in office-
related occupations. . . . A lot more men hold business management courses than women a lot of times in most offices.
I'm interested in basically barking, and there are a lot more top officials in banking as males than there are females.
... 1f you are qualified, | feel you should hold that office or position no matter what your sex is. ...\ feel that,
through the data processing program and this program, it's taught me enough that | can. hold a variety of office jobs.
| feel that | could become a secretary if | wanted it, but it is not what | want to be. | don’t particularly enjoy typing,
although | do itand 1 can do it fairly well. . . . Yoy may have to impress the interviewer,more tharS a traditional to
get the job. . .. There is no doubt in my mind that there is plenty of grievances among occupations, although | don‘t
feel that it 1s that much office related. ! feel it’s more construction related, where the women get into the construction

field. .- . . >
. Chuck — age 32, veteran, bachelor, and a male dental hygienist: v
| was a dental technician 1n the navy. .. .When | was in the navy it was not nontraditional. Most of them were males.

... 1 just got so used to it being a male role | didn’t really think of it much as a female tradition at al.”

“ . . )
Chris — high school senior and a female enrolled in equine science: ' ,

| would like to work up at the fairgrounds with.standard rig racing. . . . Right now | have a job taking care of two
horses at the cleaning stalls and jog them and keep them cleaned up. . .. Well, it didn’t matter'to me if.a girl could do
it or not because my heart was set on it. So even if they didn‘t let girls in, | was going to fight. . . . We have a horse

.out at our barns now that is pretty wild and nobody wanted to jog him. And our teacher wasn’t there that day. We .
had just a student teacher who never . .. | wanted to go out and jog him, but everybody wasn’t going to let rfie because
he was so wild. And then the boys came out and said, “Well, I’ll jog him; 1’1l be able to take care of it.” And a few of .
them went down to clean their stalls or something and | just took the horse and went out and he started throwing

fits, but § made it. . . . Yeah, if God had made me a guy, it would have been a lot easier. . . . In occupations that are

usually guys’, the girts are doing harder work, so the people are going to start employing the girls. Where the girls have

usually been, the guys are doing harder work. So everybody is kind of evening it out now. . .. I don’t like asking for

help because it shows that | can't-do it, and ! can do it. . .. | was always a shy person that | was a little ‘wimpy,’ as
&ou might put it. But since | found out how much work it takes to convince people that girls can do this job, I have

become very independent and | am proud ofit....”

k3

Sharron — age 34, a divorcee, mother, and female pattern maker for John .Deere:
* [

. #But | just thank God that 1’'m in there now because ! was on welfare for a long time, and | know what it’s like to
not have any money. And | know what it’s like to be really super depressed and not be able to get enough—get a job -

' that doesn‘t even pay enough money to get off welfare. | paid an employment agency $250 to get & job at Beneficial
Finance, and | was still eligible for wélfare, legally!”’ ‘ , LG D

B. CIc;sing Excerpt on Tape for Unit1 (Sée Activity 6)

N T POSTSCRIPT FROM SHARRON

*1'm an apprentice pattern maker at Deere’s. . . . The pattern makers’ apptrentices can be hired off the street, { do
know that, but I’ve been at Deere’s for 3 years and 2 months.

And when | first got at Deere’s] | know that | did not want to stay driving a fork truck because you reach a certain
labor grade and that’s it. . . .- ' tm

S . T 1Y -
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| didn’t apply for an apprenticeship—| was getting ready to. ... I took a course in drafting and | took a course in blueprint
reading and | was just getting ready to put in my application when evidently my file was pulled and one day my foreman
called me. And he said, “You_are supposed.to call personnel.’ | thought | had done something wrong. ’

And | calted out there and they said, Would you be interested in an apprenticeship?’ ’

And | started cry'lng, and | think they thought | was crazy. | was jumping up and‘down and | said, “Yes, yes,’ and | just
couldn‘t believe it. . . . 2 . )

When | first got hired at Deere’s, | begged and begged and begged to get in there. I'm not an extreme feminist, but | truly
beheve that women should have access to these jobs also. When | got hired at Deere’s . . . he s3igl, ‘What are you going to

do in here for us?’

I said, ‘Just give me-a broom or a shovel and Il show you; | don’t care what itis, but I'll doit. ...

I’'m not very big and we toad lumber that,'s extremely heavy. . .. But you know, don’t ever be afraid to ask somebody to*
help because great big burly guys ask me, ‘Would you tift up the end of this bwoard?' .

And | say, ‘Sure, } will.” And I’m glad they ask me because when I .need to ask them‘, 1I'm glad they’'ll help me. ...

| think you'll find that guys will help you—most of them will. §ometime3you run up against a chauvinist man or
unliberated men that think, you know, ‘What are you doing? You have no business here.’ Sometimes they still mumble,

‘1 don’t know how a woman s going to replace us. They tell us that, but | still can’t believe it.’

But we aren‘t In there to replace them. We just want to work side by side with them and make the same money that they do.
I )

There 15 -a lot of satisfaction. It’s one hell of a challenge and it really takes you to your limits, and it's really super. And you

get the feeling that because you are a woman you want to just give it evgrything you'‘ve got so that they won't say, we[l,
_ "There's that broad over there; she screwed up a $40,000 pattern,’ or ‘She. ..." You know‘the feeling. So you réally try

hard. . ..
Sometimes you outdo yourself, and 1t makes you really proud. And there is a lot of physical frustration, but you learn new
coping skills, and you learn to make up for your size if you are small.” ’ ’

LRIC
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(What a telephone company EEQ coordinator has to say about nontraditionals.)

Judy: Lithian, | know that you represent the manégement of a large utility company/telephone company. What
is your position for the company exactly?

Lihan: | I'm the company EEO coordinator, and in addition | also have responsibility for Witing and all subsequent -
. placement of all nonmanagement personnel throughout the state. . - :

Judy: I’'m quite interested to know what kind of opportunities you have had in your role to deal with womenand *
men nontraditionals. : .

Lihan: It was far more difficult to recruit women into the traditional male jobs than it was‘vice versa because, joebs———
being less plentiful than they had been previously during the ‘60s, we found quite a few men that were ’
willing to take the traditional female jobs. Of course that shouldn’t be too difficult to understand—and was
not.too much of ashock to some of us—because men had been supervising these jobs for years and years.

Now, recruiting for the women and the nontraditional jobs—we're talking about some of the physical types
of jobs. And | think 1t was more difficult because society wasn't ready for it vet, and women were not R
thinking In terms of climbing poles or installing telephones. We had our greatest successes on what we call
K inside craft jobs, These “are the kinds of jobs where they work in the central offices conpecting up the wires
‘ and so forth and assigning and things dispatching, that kind of thing.

'

Judy: Was youf approach primarily to encourage from withinh, or did you go outside the company system? |
. = 1
Lillian: Both. We did all sorts of internal recruiting—postefs, group meetings. We made films with role models. When |
people came to the placement centers to file transfer requests or to talk about transfers, we did everything
we could to encourage them to consider the nontraditional in addition to the ;rac_litional that they had first -

come In to reduest. We also went to the outside and recruited at schools, but we soon learned that you have

to do much more selective recruiting. So we began concentrating on those places where we were likely to

find the physically active women who would be both interested in it and qualified for this kind of job. We
recruited in places like paratroopers’ skydiving clubs, karate clubs, women’s sports—just anyplace where we

could find this kind of woman. We also were quite suecessful in some of the smaller towns where women -

had been raised on farms and had been used to doing physical work on the farm. ’ »

Judy: Wha&would be the main reason that those women would even consider going into active nontraditianal roles?

Lilhan: Well, of course some of it was the desire to get out of a confin’ing atmosphere of working inside with close
supervision such as operator and so forth. And a large part of it was the money. The outside type, the craft
fob, is a traditional male job on the whole and pays much more money. So, if one could do it, and did enjoy ,
it, or was interested in it, it was a great opportunity. -

Judy: Do you ha;/e, just off the top of your head, any statistics in mind of how the numbers have gone for
recruiting wiomen.and men nontraditionals? - ‘

Lillian: We have, I’m sure, if you count the inside crafts as | call it, some of those the women have almost come
into a majority on those jobs. It has happened that fast if ‘10 years because they are very qualified; they are
very good at it, We have not been that successful on the outside crafts. Those that are successful are quite
successful, but we had considerable dropout rate in the early days. And, for some other reason, the persons
that we placed did leave the job after a period of time.

/

Judy: May ! ask what assumptiohs there' may have been at first about women and men in nontraditional roles?

LR
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Lithan: Oh, | think we had our usual number of mar;agers who felt that only that sex could do the job as well. For

. instance, some of our- people thought that men could not be service rgpresentatives because it wasonly a

< woman who had the patience and whose voice was, you know, the voice with the smile. However, it was
very interesting to me that the men had far greater ease moving in with their coworkers than the women did.
For some reason they were no threat to the women in the job. The women were very happy to have them.
They were very-cordial. They helped them, went out of their way to make them both comfortable as well as
help them:learn the job. On the female side—going into the traditionat male job, as | said on the inside craft-
type Jobs, 1n the beginning it was, it was really quite interesting to watch because the women went into these .
Jjobs and were better at it in many ways. They were more productive, they learned quicker, they seemed to \
be able to do the job even better than the.men. 1 think part of this was motivation., They were proving them-
selves. And | also think it was because they came from jobs where they were accustomed to working very
hard as an operator or a clerk or service representative. SO they went into the other job doing the same thing.
They really raised the productivity of many of the offices, and | think became a threat to the men because
very often they were outperforming the men, ) :

Judy: Was 1t necessary from the management point of view to'do some things to help traditional workers be more

accepting of nontraditional peers? )

Liltian: - Yes, we did most of our work with the management of those offices, making sure t'hey understood their
responsibility as far as abiding by the corporate EEO policy, and made it their responsibility to see that the
. ’ women were in fact trained, accepted; treated equitably while they were on the job. And if there was any kind
— of harassment or anything like that from the coworkers, it was the fe'sponsibility of the supervisor to puta

o E stop to it.' . .

\
. , 1

Judy: - Have there been extra costs involved in terms of having nontraditionals introduced to the work force? .
F . , LY

Lillian:+ The :Jnly extra costs were in-connection with the physical type of jobs, yvhich has been a problem in our
company. And there has been considerable research done at our, gorporate headquarters, our national corporate
headquarters, to evaluate some of the duties in the job and to redesign some of the equipment to make it

easier to use. To build equipment that is smaller, that fits the size of a smaller person, ' 2

. -«

Judy: - That would be an advantage for male coworkers as well, wouldn’t it?
-

. ~ o . - .
Lillian: Of course. For example a little gimmick that they put on top of the truck to help get the.ladder off, that
. cost $2.50, made this so much easier to maneuver—and of course it benefits the men-too, . |

- .

Judy: . Are there any kinds of considerations you can think 6f that would enhance the effectiveness of nontr,aditiénals
on the job? . ' . . '

T - Lo ’

Lillian; Yes- That is complete support and commitment to find the people at the top and in management, because
without that, | think some of our lower fevel people angd the coworkers fight think. that they hate a choice |
about this, and they would engage in some of the harassing typeés of activities. And | didn’t mean to imply
earlier that we did not have some of that. We did in the garly days, particularly on the-outside craft jobs where

_ the men resented having a woman in that area, For some reason it seemed to threaten their ego, their virility.
As one man said,.”How can | go home and tell my wife that a woman js able to do my job? That's a threat to'

my manhood!”’

-

. " ’ vy

- Judy: What kinds of things were effective in helping'men overcome those problems?‘ "

> - -

Lillian: Well, I’m not sure that they ever.did overcome the threat to their ego. They just got accustomed to it. But
the best thing, once again, is to have a really éogd woman go'in the group and prove that she can doit and is
willing to pull her stare and ask no favors. And the instances that have been most helpful that | can recall
is when a-woman who had been treated very badly by her cowo(rrers, when the opportunity came and they
needed help or there was something to be done, she turned the dther cheek and went to their aid and helped

4

them and she became more accepted. - - - ‘ -
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d like to share’in terms of how teachers can build constructive

v : Judy: I’'m wondering if you have any advice.you woul
| workers of the future—so that some of these adjustments

habits in nontraditional workers—and in traditiona
B on the job will happen,more gracefully?
.

» N

Lillian: Well, the first thing | would like to say to teachers is the fact that from my observation, schéqls are not l
changing as fast as industry is. We have even met resistance, if you will, when we‘re going out recruiting for
nontraditionals. The teachers are, let’s say, more traditional than some of us in business—some teachers.

> E S ’ ) ¢

'
K

Judy: What's your overall prognosis: for npntraditionals in the work world?

Lillian: Oh, 1 think there’s no stopping now. We're into it, and | think the only way we're going to save this country—
save our own company and save the future—is to capjtalize and utilize skills, talents, and abilities wherever

we find them.

. \ ,
Judy: If the federal pressure were off affirmative action guidelines, what would your company’s action probably be
toward nontraditionals?

| think our company 1s far enough down the road that we would continug to place people wherever their
qualifications and desires took them. Howeyer, perhaps not at the rapid rate that we are,.required to do under
the executive orders. | say, if we ever reach the objectives that we are tryiag to reach about looking at people
as people, n%just women are going to benefit, but men will benefit in the same way by getting rid of the . \
stereotypés and the burdens and responsibilities that they're automatically assigned without having a free
choice to do whatever they want to-do. They should have those options too, and that's the world | think we
are all working toward—is where each of us has our own options and has the freedom to choose.

Lillian:

{

. .
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, > (What a department store director of personnel - v
has to_say about nontraditionals.) . .
s ' ’ .- . )
' Judy: Dave, | know-that you are director of personnel for a very large department store. Has this given you many N
‘ opportunities to deal with women and men in nontraditional occupations?
_ . . - » -
Dave: It certainly has.” : - ,
Judy: ~ What s your company’s recruitment policy regarding nontraditionals? Do you actively seek them out, orare -
- you in an accepting posture if they seek you out? s . ¢
Dave: Well, both. We have an affirmative action program that allows us to interview men, women, mifiorities,

handicapped for all available jobs both in our corporate headquarters.and in our 17 differentfocations. We
monthly and quarterly submit to our president and chairman of the board out positive actions toward women
and.minorities and handicapped and to our employment ... : ‘

v

Judy: Could you describe what one of the things might be that you do to actively seek nontraditionals to v.vork for you?'

Dave: What we do 1s, we identify in each,job category_the total number of individdals in that Eategory. For an example,
if we looked at our sales category and we looked in a specific category such as selling appliances and we had

- 10 sales people 1n that category and we had 10 males, then that would lead us to believe that we had not o,
- intelligently looked at women In that category. And we will look at the history-of how many males have been
selling our appliances for some time, and then we will try and actively recruit women in those jobs. ' ‘
Judy: Do you, then, 1n an interview with the brospeciive employee, bring.the subject up to sound them out to see if
they might be interestéd in a nontraditional job? oo
. 4
* Dave: Well, the application as it is designed allows the applicant to.put-down their interests, to.put down their

qualifications.. As we review the applications then, we—if there are no available jobs based on the qualifications
of theapplication and we know from our statistics that there is available job in another area and if we think
there is a match there—we will then encourage the individual that they might interview for that job. And
sometimes this comes out very positive, and sometimes they very honestly say,” We're not interested.”

Judy: Were there any notions on your part that have changed as you over the years have worked with nontraditionals? »

Dave: Let me say that the tompany | work for over the last five or six years the strategy has been that we hire to the
" job rather than the individual. |, think that the only way that you can equitably hire~and we practice this—is
N that we ouWline job “specs,” qualifications, descriptions of the job, the educational level, the physical level, the *
mental level it takes to do the job, and then we Jook at the job and we try vety desperately to put the most
“~qualified individual in there. We've been successful at this, and where we have not been successful is because
primarily changes are very difficult for a lot of people. When we find out that we've béen successful in taking
Q a female and putting her inta a traditionally male job, then we build on these successes. We let pebple know
about them. That's the best publicity you can get. - ’

>

Judy: Is it to the point now that you are pretty good at predicting the successes? - .
. - .

Dave: [ would have to say, without sounding too egotistical, yes.
4 3

Judy: Would you care to‘indicate what'any of those chara&teristics may be?

Dave: We find people who have good communication skills—verbal communication skills—do very well in our job.
. , People who can make individuals feel comfortable, people who can make people feel that we’'re basically of
| ' service to them. Also, we have found that people who have good work ethics, people.who come to us that

! , p

’ ’ . want towork, that can get to work on time, are.more successful. / i

- . 7

‘ o 145 - L

“ERiC

Aruitoxt provided by Eic




Placement - S Tape Script 11-2

Judy:

‘Dave:.

Judy:

Dave:
. Judy;,

- Dave:

.. Judy:

Dave:

ERIC

Aruitoxt provided by Eic:

. ) . Cassette 1, Side 2

/

- . i

Could you describe briefly how nontraditional workers have been received by traditional coworkers and
possibly supervisors? * . . ! . )

Pl

We don’t go.out and sensitize the work force, "By the way‘, we're going to be hiring a female in this pariment'
and we wint you to get along with her.” We don’t take that approach. We take a positive approach. We put
the,individual 1n the job, and while we are interviewing the individual we feel that the chemistry that comes

out In that interview—that’s where the professional comes in hiring. He or she in hiring would make sure that
the situation would work. When you're Rired at.Lazarus>-whether you're hired in a professional or an executive _
position, or a nonprofessional or nonexecutive position—you’re given a 30-day interview. And all that interview
does is we sit down and ask the individual, ”!s the job what you thought it would be?”” At that particular time,
we are also sensitive to people who have gone into nontraditional jobs. We might want to discuss it at that time,
"Do you feel comfortable working with 10 women? Have thev’cﬁnunicated to you? Do you feel that the

job 1s going to be challenging to you?”’ So we kind of informally talk to them. We don’t assess their performance
at that time because that’s not the purpose of it. Talking to individuals four times a year with four different
purposes.gives us a proper feedback whether they are going to be successfu! in nontraditional jobs or even in

traditional jobs. :

From your standpoint, | can see It provides you with important feedback as a managerial person. | would think
also 1t serves to give the nontraditional a sense of support, emotional support, which 1 think in some’cases
anyway might be very important to them. ' :

¢ .

» . .
The other thing we do is that we hold on a monthly basis through personnel what we call a training seminar- for
our managers. And 1t’s a half-hour session where we have four or five of them down there. And what we do LA
primartly 1s that we educate them about all the hiring practices, about what's going on nationally, what’s going
on statewide and locally with hiring, what it takes to hire someone, what the cost is to hire someone. And what

we also do s sell our programs to our managers, so that hiring a nontraditional really is not a problem because

we work at 1t évery day in this fasion. ,
n . . ’

Are there extra costs involved in hiring nontraditionals and possibly any savings? L

’ . . 2
No. There’s not any additional cdst of this at all. Yes, there is a cost savings, and the cost savings would be that
you hijre the most qualified individual and you don’t overhire or underhire.

»
[y

Would you sa\; that the job responsibilities for nontraditionals vary in some way from that of thei{r traditional -
peers, or do you make a conscious effort that what they do reflect exactly the same expectations?*‘ \

We try to be very objeciive in our assessment of performance here. And the only"thing we can do then is take
the job specification form and then we take the performance review form and say, "By the way, here’s what
we asked you-to do six months ago. Here are the standards, and here’s what you achieved.” And from that
standpoint, the review then becomes a total qualified review. But if there are not written standards (and 95
percent of our jobs have written standards), then the interview then becomes more subjective than objective

and then you might have some problems.

” .

What is your overall prognosis for nontraditionals in the work world? Do yeu think we're just going through a
phase because there is some Iegislatién, or.do you think that nontraditionals will increase?

/ . .
Realistically, | think that, with our recession and inflationﬁhontraditionals is really not the issue. The issue’is
productivity. If you're the most qualifietd individual, then | have to put you in that fob. We have to allow
opportunities for nontraditionals and be aware tHat we have not hired in certain areag nontraditionals and
make sure that we give them the opportunity, and if they are the most qualified, then they should be putin-'

those jobs. - ‘ .

tf the EEOC laws were rescinded, would your company likely continue the same hiring practice that you
have evolved? . . : .

- .

4

-
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Dave: Let me say that in 1974 through 1976 we had a prograg to identify any job category and specific jobs where ,

we were with male, female, minorities, and handicapped. We were undermo direction tQ continue the program.
From 1976 through 1980 we have a program that identifies every job, every job category, and every specific
job, and every male and every female in there. Whether the EEQ_C was jpvolved or ngt, we just think that's

_good equity, good equality, and sound judgmgx in looking at everybody for every jobr That's part of the

hiring process. And when you don‘t do that, then you're really cheating yourself, you really are. You're really

" cheating yourself. See, what appeals to ydu—what's been traditional for 50 years’—doesn't make it right.

What they bring about 1s new tools, new ideas, new attitudes, and—who knows—maybe they then become .
-more productive because of it. But it's an effort that | think has to be done whether EEOC is involved or not,

and we're going to continue to do it. We have a written program on it; | wrote 80 percenf of it. I'm very
’ n T, » s
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. proud of it; it works. . " N
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\ a (What a carpenter’s apprentice cqordinator ' —
) : o ? has to say about women nontraditionals) . -
‘& . . ¥ .
N . v - > » N ’ . - - . . N R
. « Judy: Bob, what is your position with the Carpenter’s Union?
-« Bob: - - 1’m apprentice coordinator for the Carpenter’s Union for the Capital District Council of Carpenters for
*31 counties. . ) ) L. , . i
3 , Judy: When did you {irst encounter a woman wanting to becgme a carpenter?
N Bob: Taanswer'your duestion, the first girl to come intoéﬁ' apprenticeship program was a transfer out of v
3 ) . Dallas, Texas. This coming year in April she will graduate and’complete her four-year apprenticeship
program, L. . L .
: J Z ’ .
. Judy: Do you find 1t makes any difference at all for them wikther they are in the program as the only nontradi-
"j o tional or if they have soméone else also a nontraditiongl involved? k
Bob: I think 1t was mostly everybody hates changes, and aftegépe first year | think it sort of seemed like things |
sort of fell in place. In fact, the girl spoke of a minute ago that.came oyt exas—we feel very fortunate .
. that she could‘adiust and get-along with people. And this is what it takes. |t takes somebody that has the |
right personality to get along with others and be able to cope with the situation, She did a fantastic job. |
. ¢ -t .. : ’ 1
Judy: What has your track record thus far been with women apprentices? Have they all stayed in the program?
5 - - T . 4 Y - .
. Bob: . In Columbus, we’ve had a total of three dropduts out of twenty. We have tried to Sit dpwn with our people ' . |
“ i . that we have taken in and given the bitter with the sweet, so to speak, so they have a clear understanding. q
You give them a lot of false’hope—I think this is where you have a big dropout,.and | think this is whygve've ’ -
been fortunate that we haven’t had the dropouts that some areas have, - ’ ]
- , . L) 1
) Judy: You have provided, then, this kind of introductory ... { i
‘ Bob: It’s not fair to the'girl going out and not knowing howto hold a hammer, saw a beardpit's not fair to a- v )
contractor to send a girl out there and he has to pay her sever dollars and sogpething per hour for just
i . starting to work. So we fbel that there has to be some provision made for these young girls to know what's
+ happening. . -
= ;'” . . ) .
Judy: Wasthere any kind of statement made to prepare the men for there being womeh on the job?
< Bob: I went to the various locals=in our district council and enlightened#he men of the Yules and regulations '
handed down by our federal government that eventually on any federally funded jobs there will be “'x"’
e number of women, and we tried to pass the information on to them and prepare them mentally, So far,
. we've had very good response. You Know, some men were afittle bit reluctant. And these are young women,
AR . so there was a little bit of static even from the wives. We felt that communication is our best ass#t. We feit N
' that if the people wér,g informed-that—and mentally prepared for this—then we were halfway home. S
- N . T ° . ' ’
. Judy: Could | ask You, fronryour vantage point, heading up the apprenticeship pr_ogram,\'what your initial
feelings were about admitting women? ) . , '
’ Bob: \* | had second thqughts, to be honest with you, 'l did, because a carpenter he;‘.:‘glore of the work than any
‘ other craft. | hag second thoughts about a.womap, especially petite, a small-type girl being able to do this
X kind of vork. : oo 8 : ro ' .
' ’ ~ ’ 5 2 N
. ! v ~ -
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Judy: 1’m wondering if, in the past years since 1976, your views have changed at all about women entering

carpentry?
F .

Bob: & \"es, 1'd have to say they have, because the gals have prgv’ed themselves. Why, in fact, we had one young

.

_lady we put in our program in the millwright’s this past summer. l thought that 1 would get a lot of static
from our members, but the young lady’s working out weil. She, agaiﬁ, she’s been the type person that
has the personality where she can get along with men. She shows that she wants to learn the program, she
wants to be a miliwright and sheis very sincere. She has two children to support and she feels that this is
her wdy that she can make a very good pay check each week, plus learn a trade. A lot of girls don't fike

————bemgbehmd-adesk_auxbyvihevﬂnnﬂke punching a typewriter. Andso | fee_l_,_ﬁlfe | sdy, they changed

Judy:
Bob:

7 Judy:

Bob:

Judy:

Bob:

Judy: ¢

Bob:

Judy:

Bob:
Judy:

Bob:

my mind completely because.l felt that it would never work out, | really did. )

-
L]

Are the imitial problems that women apprentices face primarily that of familiarity with the tools?

-

Well, yeah, it, when it starts out it’s true, *

- Are there any other important initial problems they have to deal with? . ‘ ,
If you have somebody that’s been in the trade quite a few years and he is the type of individual that’s
willing to teach a woman what he knows, this is another asset to the young ladies, too. This is what we've,
tried to do in the past. Maybe this is, again, why we've been successful as we have been because we’ve been
able to place these people in jobs and with individuals that would help them. .
. t
Would you say that the curriculym for women apprentices is different from the men’s?

O'h: no.We teach the same thing. We teach the same thing, and we also try not to show any partiality as
far as placing them Qn a job. If we have a work list down at our union hall and when their name comes up
on a list, whether it's out here starting a new building or working on a convention center, hanging dry wall,
acoustics—whatever might be—we send them on. :

-

Do you, in effect, recruit for women 1o enter the apprentice program? 4

. £ ’ .
Not directly recruit. We place an ad in the newspaper for two days and it clearly specifies that there is'no
difference. Whoever makes application, if they comg in, pass the test, then they are accepted. In the past,

we have had a very good relation with Urban Leaguéthere. They-have several nights of school for these
people. We've found in the past that the people that we get from Urban League have really been successful.

Have you been in contact with vocational schools as a source of women apprentices?

We send lettefiout to all the vocational schools when we open up our program, so they are aware that the

program is being opened.
‘ e

Do you\have any advice for vocational educators regarding their prepara;ion or recruitment of women
into s field? -
. e . .
Somebody has to get across to these young people that they should take math. H you can get to the young: '
- people in high school, like | said a little while ago, when they get at seventh, eighth, and ninth grade are the
people we should be talking to. |-have had several teachers inform me that what they've found is whep'
somebody like ‘myself, fomebody actually in this business, comes in and explains to the people what they
should be taking, why they should be taking it, it seems to leave more of an impression on them,

. ~
A} ’ ~
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Judy: -= By the'time a woman has compleiéd the*upprenticeshii)‘programfdoes she hold her own with other workers?
Bob: She should be able to, but, again, a percent of them never wiil. 1t's the same with men.
, . B . \
Judy: The woman you spoke of from Texas who is completing your program—she is a raihgr important person,

then. In terms of how she works out, attitudes may be shaped. RN

Bob: " That's correct, in fact we're very fortunate to have her. We are very proud of her and we feel that she hés

been an asset to our program. She’s been an asset to a lot of girls coming into the program because she’s
sort of cut the path so to speak and it’s broke the ice for a lot of people having girls on the job.

Judy: . if the federal pressure were off to admit women, from your experience of the last %ew years would you
still allow a woman to enter the apprenticeship program? - >

Bob: Oh, yes. | would because | think again like | say, Where we've had peoplle like Raye Hyatt, they have proven
themselves, and we feel that they've done well. And, like | mentioned, some of the girls are doing better than

- some of the young men.
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- ‘ OPTION B—RECRUITERS

- {What a director of student services has to say
"+ about nontraditionals of either sex.)

PIRY

.-
Judy. Jim, when did you first encounter young men and wornen selecting careers not usually associated with their sex?

Jim: As long as I've been in guidance we've had students in nontraditional curriculum, even before Title IX,

Judy: ~"What kinds of help da you find are necessary for'nongraditiona| students?

Jim. | would say to assist the student in making that decision and then helping him or her through that decision.
Many times that involves tatking with mom or dad or a home school teacher to let them know that it is OK.
Then also, job placement. - . .

(4 /
Judy: Has i been\? r experience that vocatsonal teachers are as open to nontraditional students as yOu seem to be?
Jim: If there’s any misgiving inttially, the student that comes into the vocational program as a nontraditional student

generally erases any doubt that the teacher might haye had. And the reason that happens, | think, is that through
the enroliment process here at the vocational school we talk a lot about commitment toward a career.

~

. «
\W: So you develop in students an attitude which is likely to impress teachers positively.

3
+

Jim: Yes. If the person is making the decision to enter a nontraditional career, then we spend a little bit of extra time
-talking about that. So there 1s no shock when young men find' themselves being thé only male student out of 40
cosmetology students, or a young fady might find herself being the only one of 25 welding students.

v r'] -

Judy:. Would you describe your experiences with employers in efforts to place nontraditional students?

- .

. Jim: Those that have taken the step to hire persons from nontraditionat skill areas have been very favorable in their
, . reports about the work done by those students. Employers are not interested in the sex of the worker but in

the skills and attitude. -

Judy: Do any experiences with nontuadntionél students stand out in your'mind?
- swieh, .

.. Jim: - There’s more of a proneering effort, | would say, on the part of females in this venture than there is of males,
o who suffer from the emotion of losing thetrr macho image by going into a course that would be traditionally
A _female¥ S ' . '

VoA

Judy: Per f)eople around the country, they n‘nght be interested in a rough idea of just how good your*track record
- is with them. ‘

Jim: 1 would say that our track record, so to speak, would be good of students that actually enrollin a nontraditional
~ tramning program.However, in terms of total statistics, we aren’t where we would like to be yet because we find
that students are still reluctant to make chotces in career training that has not been traditionally female or male
i . onented. ) go back to the need™for career education and sex equity information at the elementary level. | think
there’s still a fantasy with what | call the television image of the Pepsi generation that girls still do girls’ things
and the guys still do guys’ things. The impact of television is making a career interest in nontraditional careers ’
easter, but with students that are in high school today the man was still the hunter and the girl was still the

‘

’(\'omemaker. . / - .

. v .

Judy: . How do you go about dealing with it when they are past the point of gtade school and career education?
- 3
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Jim: e complication in that is that up until that time they probably #ave not thought about taking a course in 2
nontraditional area. . ' :

Judy: Wil some of them perhaps come back for the adult education whom you are not able to reach at the high
school level? -

o

Jim: We see many many times, day after day, where adults are coming back, males and females, for adult education,
to upgrade their traiming or for new training because they simply ar not making it in the world of work with

. the training that they got from high school.
- /
|

e

Judy: How would you answer someone who might counter that in their opinion this is only a fad, and that in a few
years things will settle down, and men will do men’s things and women will do women's things?

Jim: Well, of course, there are those that have the Archie Bunker syndrome that the woman’s place is i the home
ya having babies and that men should be out making the grocery money, but that’s not a real situation in our
economy and In our business and industry in the 1980s. And if you look at the world of work, if you look at
the pedple beside you in the labor force, you can see that there are men and women in all kinds of jobs.

——»ﬂ
Judy: What advice would you hike to share with vocational educators who are hearing this tape?

Jim: I think first in vocational education you-have to establish a paftern of excellence and offer skill training that
leads to employment. Then, if you are honest in looking for graduates that would carry on a tradition of
excellence at any parttuclar vocational school, it doesn‘t make any difference whther the student is male
or female. Employers’ biggest concern in cost and industry in business today is absenteeism, and |’ve found
that employewmled to have students that do have good attitude and good attendance.

Judy: 1’'m wondering if there are some things that you mught like to share with employers in terms of their responsibility [
to nontraditionals who come to wofk for them? .

Jim: | know that 1n working with nontraditional students here"we have to be ready to assist in heiping that student
through a rough tme. He, the male or female student in a nontraditional course at our school, might be a lone
- . ranger, so to speak, or one of only two students; and it’s not always easy. We have to remember that.
. v H . i

Judy: Jim, you mentioned that you work very closely with employers in your advisory committees, and |’'m wondering

if that experience has benefitted your effort to support nontraditional students. ,

Jim: Support of nontraditional students here at the vocaitonal school is a spin-off from our almast total use of
advisory committees in planning curriculum. Working with the school makes them aware of the need for career
education, keeps them abreast of changes in sex equity and Title 1 X. - " .

Judy: Woulq-you recommend that schools around the country do something similar if they intend to launch a
campaign, so to speak, to encourage nontraditional students to take programs? .
(V) .. .
Jim: Absolutely. The only way Is to bring moms and dads, employers, business, and industry into the school and let
them see that you’re doing what's best for the young men_and women, and You have the interest of future

employment, employers at heart.

. ‘ v
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Shy oPTION C-NONTRADITIONALS

(What a woman carpenter’s apprentice
has to say about her work role.)

Judy: Good morning, Raye. | understand that you have a nontraditional job.WohId you explain exactly what that is?

* Raye. OK,! joined the apprenticeship program-will be four years June 1, 1981, in which 1, the apprenticeship, you go
to school two nights a week to learn the trade, the skill of your tools, blueprint reading, estimating, a finished
carpentry and also a rough carpentry. And | have worked on various jobs, different employers. |'ve worked on
jobs from dry wall to metal work, acoustical ceilings, to wall partition, to hardware, doors, door frames, and
fixture work at Lazarus. | worked there putting up showcases before their Christmas rush.

-

. - . .
Judy: When did you become interested in a nontradmona! career such as carpentry?

Raye. 1've wanted to be a carpenter since | was 12, My grandfather was a finished carpenter, and { used to work ina
shop, workshops in the summer, my summer break.

© Judy: Did anyoﬁe try-to discourage you from pursuing carpentry as an occupation?

Raye: Oh,you will get this in every trade in every profession, | will say. But a lot of the men that I have worked with
have worked with me, and they have been a great help. Most of my friends are construction workers now; they

lend a hand. \ g g

Judy:  What other kinds of jobs have you-had before you got into carpentry?

Raye: | was asecretary and a dispatcher for the police department.

Judy:  So you have worked with men 1n other capacities as well. What skills or experieﬁces have helped you in this
occupation? | suppose working with your grandfather.

. Raye: Yes, defimitely. He showed me how to run a power saw and various things like this because they are very

: dangerous! And, one good thing you get, they normally put apprentices with journeymen. They will teach you
as you go the safety on the job and how to use a ladder properly and your hand tool. This is your hard hat .
and things that you will need. '

Judy: Was it difficult for you to get into the apprenticeship program?

Raye: No, notif you know your math. It's very important to have a good knowledge of math. You—have to take
your test, and you haveto make 70 or above to even-be accepted. . C

I
13

Judy: How would you comba,re your qualifications to a man’s for the work you do? ’ ;
Raye: Equal. Definitely, it has to be. If it's not, you are not going to get a job.

Judy: Do you feel limited in any way doing the work you do because.you are a woman?

4

. Raye: 1 have never put myself in that position to be limited. | would say | would not get involved in something like
' form work construction. {t is heavy work. . .

Judy: A lot of lifting, you mean.
)

Ray: Yes, a lot of Ii'fting. But there is a lot of work a woman can do very well at—acoustical ceilings, finished
carpentry—excellent,

7
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)
Without tntending to be in any way sensational about this, | would like to ask you if you have experienced any
difficult time on the Job because you are a nontraditional and if you would be willing to share a little bit of
that experience on how you dealt with it. ‘ :
Oh, that would be hard to say. The only thing i would have to say is there are some people who don‘t understand,
and they will try to make it rough for you at first. But | think 1've opened this—I would say like frontier, to
women. |‘'m notjust saying this, because | have seen this. Most of the women that have joined the carpentrying
in the past year have really had a lot of great chances, and they are not going through what | did.

Did you have any survival testing, asked to do tasks that a man might not be asked to do, just to see how '

serious you were? R - - i

- -

No, | think | went through the apprenticeship my first year like every carpenter does. You get the installation;
you get the work that the journeymen don‘t want, and that is traditional.
-

Whether you are male or female, right?

~

But that 1s traditional. They just want to see if you are willing to learn. If you will do that, then they see that
you are really willing; and they will put ydt?bn with another carpenter.

What advice would you give to other women who are considering a nontraditional career?

| would suggest speaking with other carpenters or électricians on the job. Find out what they have to say about
it. | don‘t think a woman 90 pounds could do it. There is a painters’ union, and maybe that woman could be a
good painter; but | think you have to be able to pull your weight. You have to be strong. f\nd | think she would
have to'just talk to other people about it to see if that type of work is for her because the facilities aren‘t like a
secretary’s facilities. It is a dirty, dirty work. You can get dirty on the job.

What would make 1t easier for women to go into nontraditional careers, or do you feel that it is pretty easy now?

Well, | would say high school—if they have some type of trades in high school for them to take. A carpenter’s
shop—| think that would be an excellent start.

What is the hardest part about being a nontraditional worker? ,

Acceptance. . * .

Like coworkers. .
Definitely.

And what is the most en}oyable about be'frig a nontraditional?

Coming back in about five years, and seeifng the work. You know, you were a part of that building.

I'm wonaerlng—-you mentioned worker acceptance was the harder part—and !'m wondering if communication
{kills have been a real key to yoyr success? . ‘ ' T

- L)

Yes, we do have a steward on the job, and he takes care of all your personal problems. And if | haye any, | just
go to him and he straightens them out for me. Now there have been a few men |’could nét work with, and |
have stated this. And | was put with somebody else | could work with.,But you are going to get that with men—
some men don’t work with other men. . b .

.

Have you experienced any sexual harassment at all?

s <
.
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Oh, not really. | wouldn't say that. I‘ve been real careful about this. ! try hot to tell aman how to talk
moral-wise, and the way | look at 1it—1 don’t have to listen. | f they are taking a break and the men want to talk
men business, | can just get up and leave. | don’t have to listen to it.

‘What.wouid you say to vocational educators and employers in regard to nontraditional e}nployees or students

—advice that you might hpve for them—alleviating their doubts about whether we should take nontraditionals

seriousty? . ’ .
T think. they should because | have seen women in the trades that have really contributed a {ot to that work,
to their work, And especially 1n finished carpentry, a woman is very neat with her work, And | would just say

to employers to give that woran the opportunity to prove that she wants to be a carpenter or not. Or any

ERIC -
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other trade. 1 feel like 1t’s tme now that we do need tfie OpportumtTy o fearmrbecause-times-sre-ehanging:and-

we all know now that the man isn‘t the only one to bring the paycheck home. There is justyone thing | would

Iike to add. | would like to say good luck to all of them. The women out there who want to go in the trades.

And ! would hike to say just don’t ook at the good pay because it is hard work—you have to buy all your hand
tools and you have to wear the proper dress clothes, proper Boots. You have to, a lot of times, you have to

wear support hose, and you have to buy arch supports for your shoes because you are walking on concrete 8

hours a day. If you try to develop the skill and in the’long run you will really be amazed at what you accomplished.
It's really something. | love working with myhands, and | like to see what | have produced. And, like [ said, one
day ! will be able to build my own hove.

19
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OPTION C—~NONTRADITIONALS

(What a male dental hygienist
has to say-about his work role.}

o

Chuck, | understand you are a dental hygienist. How did you get interested in a nontraditional occupation?

When | was In the navy, it was not nontraditional. 1’d say 80 to'85 percent of the dental technicians in the
navy were male. And that’s how | got my interest—from the U.S. Navy.

N
Do vou feel you would have been as likely to become a dental hygienist had you not been introduced to it

ERIC
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in the navy?

No. No, | don't. v, .

-
.

Would your reason for not going into it outside the navy have been that it was associated with a woman's
- -
occypation? .

Exactly. But 1n the navy it wasn’t. | just got so used to it being a male role, | didn‘t really think of it much
as a female tradition at all.

So when you came out of the navy it seemed very natural to continue in that field.

¢

Right. = .

When you were training to become a dental hygienist, you were not in mf predominantly women
students, were you? ’ '

Not in the navyno. But 1n the outside | was the only male. | was the first male to be accepted at that school
in dental hygiene. )

Is there any way 1n which you feel somewhat handicz;pped in this particular occupation, as compared to "~
women, or is there any way in which you feel you have.an edge over them? ’

Well, | feel | can get along.better with the women than with the men. Oftentimes I'll come into the operatory,
and there’ll be a male there, and they’ll loek at me kind of like—and do a double-take, you know. They’ll

say, “Usually a woman cleans my teeth.” One patient requested | did not clean his teeth. He didn’twant a
male cleaning his teeth. And | said, ""Well, what about a dentist?”’ | mean, dentists actually do restorations

in your mouth, fillings, and they‘re males.” He said, “Well, you need smaller hands to do-the cleaning,”

which isn‘t true at all.

But women don’t question a man doing this job.

Ahh, most of the time | would say | oftentimes get confused with the dentist.
i

So in that sense it actually works to your advantage to be male—as a power or authority figure.

Exactly. . ~ . ‘

- »

Have you had any interesting experiences going to apply for ajob?

\

- -

Oh, yes. 1've been interviewed a couple of times now and the dentist will say, "Well, | just wanled to see
what a dental hygienist, how they respond to certain things.”” One dentist came in, and he said, I want
you to meet my associate, Dr. So-and-so.” He was about 30 years older.-And this doctor came in and looked'

’ . .
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at me right away and said, “Why didn’t you go to dental schoof?” And'! said {I was very on the defensive)
aad | said, “Well, I'll answer that question if you tell me if you ask alf your female applicants the same
question.” J think | do a very good jol} There are femalg dentists who do excellent jobs too. It's not really
male or female. - o .

T4l

Do you think- that dentists treat you any differently on the job than they treat women who Work for them?

Judy:
Chuck: From my experience, |-would say yes. When | was in the navy asking the Ad‘entist, “Do you'think a male
. hygienist would survive on the outside?” they would always come up with, “You know most dentists want
to hire a good-looking female to go with the office.”” But | worked for one dentist in town whose wife
didn‘t seem to get along too well with the female assistant and thenfemale hygienist, so | fitin pretty well.
Gertain people tt doesn’t bother at all, other people, they do treat me differently. They tend to put me on
a little bit higher level because | am a male and they see that. ‘
/Judy: Do you think they have Mg’;{\ir expectations of you than they do of women doing the same job?
Chuck: Yes, because most of the male hygienists that they have known in the past have gone through hygiene as a
! way to get into dental school. It's a good “in’’ for dental school for males especially? v
< ~

Judy: What have been the attitudes of the women you work with in the dentist’s office towards you?

Chuck: Very positive. |'ve never not gotten along with any of the women that I've worked with.

Judy: May | ask how old you are?

* Chuck: Thirty-two. .
” B [\‘ 9

Judy: Do you feel that your age is an advantage to you as a nontraditional worker?’

Chuck: | think so, not necessarily age, but the experience that tomes with age. And the other job-related experiences
1've had just working with people. | think 1 get along with them fairly well, and I‘'m not really too bothered
by a lot of comments people will make. . : ’

Judy: How:. do you assess your future in a nontraditional occupation such as this? ,

Chuck: 1 project that 20 years from now it’s difficult to see myself cleaning teeth and having someone pay me for.
this service at the rate that |‘m making right now. What | really see in the future is | would like to have my
own office. | would like to be my own boss, take x-rays, and find cavities, and then refer them to a dentist.
That-is really how | would Iil\<(e to see myself 10 years from now, as being my own boss.

- -

Judy: Have you experienced any sexual harassment as a nontraditional worker?’

Chuck: No. None whatsoever, ; .

' N . ) ' .

Judy: If you were asked to go into a classroom in a vocational schodl, what advice would you give to boys and
girls alike about this occupation? ' - . .-

Chuck: | just read an article a couple of weeks ago about in the ‘80s. Dental ’nygiené was the top job to get into.

) The[e are actual opportunities in it for both males and females. | think 10 years from now it’s going to be
. equal. People won'‘t really see it as a male or female role. . ‘ . "
Judy: . Did your teachers do something of a constructive nature? Or did you succeed in spite of whatever attitude
. they expressed in class? . )
Chuck: - .All the hygienists who were instructors were, of course, females, and two of them ! felt like were kind of

.

E

x

Q
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negative towards me. The dther two were Just very positive and the other one was just like in betweenso ..,
| think, even if | would have had all the teachers discourage me, | would have still made itin spite of it. |
didn‘t really need-the people that were positive, but it was-nice. It really was. .
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; "OPTION D—-VOCATIONAL EDUCATORS
(What a cosmetology instructor ;
has to say about male students.)

Judy: Kay, | understand that you teach cosmetology. How long have you taught this subject? -

R . ~ . s ‘ . - -

Kay: I’m going into my sixth year. - ) . . .

. Judy: Whendid you first encounter having young men in your course?

Kay: This is my first year of having a male student in my class.

'Judy: Did you have any notions, preconceptions, about what it would be like having a young man in class which
may have changed over the course of the year?

Kay: | think so. | was worried about some of the things that we teach. | was worried about the idea of how he would
accept talking about anatomy and different things that pertain just to females, because we work so much on
female patronage. So | really was worried about how he would take some of the things we were talking about.
Would he be embarrassed? unld it embarrass the other girls in the class? And | found that my student was able
to handle it without any problem at all. At first there may have been a few problems with him turning red, but
it $oon passed. . ‘

Judy: How would you describe this young man as a nont.raditional student? )

Kay: He had an interest in art. And bean a cosmetologist, art is a very good background. He had a lot of ingerest in
just dealing with doing hair. And so | think just because he had the interest, he decided to pursue it. And we
were very glad that he did. A ; )

Judy: Bifihe share with you particular reasons he had for going into this field?

Kay: OK. He wanted-and 1’'m sure he will make this goal come true—he Wanted to own a chain of beauty salons."
He wanted to be an owner and operator and a very successful business person. .

Judy: How did he get along with his peers, with the women peers in class? 1 ",

’ .

Kay: They isked him a lot. They did have problems with dealing with the fact that he sometimes wanted to sit in on
their conversations when they were talking about boyfriends. And sometimes they didn’t wish to tell him the ~
things that they might tell another female. So there he had problems because he did feel left out on occasion.

' And so there were times that | did have to intervene and say, “Girls; remember he is one of the classmates, and
if you're going to talk, you should include him." N :

Judy: How would you compare his abilities, skills, in class to those of the young women in,class?

. “ L ° \ N : ‘
Kay: His abilities were probably not anything extraorQinary compared to the girls. He was probably as average as
. they were. There are some students that do excel and are exceptional, and my student was an average student.
And he'progressed as the year went on with great.ease. He hiad no problém at the end of 'the year passing his .
N state board; he did very well, He probably was better than the girls as far as communicating with the patrons,
though, because he really had an interest for being there. . )
Judy: Have you had any role with placing this young man in a job? :
. 4 . N
- » - . . - f
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Yes, | have. In fact, if | had had twenty young men in my class, | could haye placed them all. Many of the salons

in the area are very interested in having male operators because they can commurzicate with their female clientele
normélly with greater ease than the females can. It is very com’plimentarv when a male hairdresser tells you that
something is go[ng to look nice; and you might believe it from a male before you would believe it from a female.
And so, when it came time to place my male student, | didn’t have to make any calls because the calls came to
me—long before school was every ready to end—asking me if my male student would be interested in workingin
the salons’in the ara. T )

. . : Y o
Have you had a role in helping to encourage other young men to take cosmetology, now that yoa‘ve had a
successful experience with your first one? ~

v
1 just went through a sex-fairness program with sophomore students from different school in our feeding area
for our vopational school. And | had the opportunity to work with about fourteen young men. And so that was
a very good opportunity for me to let them know what my program is about—let them know that it is not
necessarily just a female program. !

Do you have any difficulty with other male students in the school creating problems for them—or making them
feel that they are less a man because they are not in a traditional male,occupation?

. - .
We did have that problem with my student. He went through his first year with quite a bit of frustration. A .

number of comments made by maybe some of the boys in auto body or auto mechanics, ones that thought
they were taking masculine roles by, taking those particular trainings..But we worked with my student a lot—all
of the cosmetology instructors and counselors—and let him feel a little bit more secure about where he was in
knowing'that he knew exactly what he wanted, and many of them did not.

»

. ‘\/
‘

24 .

-



v ’ -

T Placement - - " Tape Script 11-8 \
. . Cassette 3, Side 1~ .
. N rd
OPTION D~VOCATIONAL EDUCATORS )
. (What a cosmetology instructor _
has to say about male students.) - -
/\" /\
Judy: " Bonnie, | understand that you teach cosmetology. How long have you been teaching this course?
Bonnie: I've been teaching cOsm'etology approximately 12 years. . .
~ . - ‘- -.
Judy: When was the first time that you encountered nontraditional students in that capacity? h
Bonnie.  Well, I've taught in private schools (cosmetology), and 1 went into the vocational education; and all through
my teaching experiences | 've always had boys. |’ve never had a class that has not had a male enro)lled init.
Judy. Do you recall how you felt at first having.a male take the subject and be so considerably outnumbered by
women? . ‘ RS ’ BN
. el - -
Bornie. Yes, | remerqﬁﬁ‘iﬁ/'éry well. | don‘t know how to explain to you my feelings of what | thought about the
. boys that applied. And | think maybe we tend to feel that maybe a boy is not normal. When | went into
’ cosmetology as 3 student myself, | felt that a boy was on the feminine side if he even decided to go to
cosmetology. But working with them, it’s changed my outlook. Not meaning that the boys haven’t had
problems—especially in vocational education they ‘ve had problems. Now | had a boy last year that he seemed
to have more of a problem than any of the other boys that 1’d had ever had in class. .
. Judy: - Do you attribute hus staying in largely to the pep talks you gave him, or were there some other support bases
coming forth to help him?
Bonnie: He had no other support. .
Judy: From his parents? - ‘
) Bonmie: He had no support from his parents. It’s the parents we are fighting. Not just cosmetology with boys, but -
it's carpentry with girls, auto mechanics with girls.
) Jhdy: Do the counselors give you collaborative help? ,
Bonnie: Oh, yes. | don’t Hrave any trouble at all with counselots. | have trouble with’home-school counselors, meaning

the schools that feed into a vocational school district. That'’s the problem we have.

Judy: ’ ao they ever come and visit your classroom to observe these students succeeding?
Bonnte: : .No. Very few do, and | feel when we have to educate people about vocational education and about stereo-

- o typing kids in different programs. | feel it needs to be with the counselors of those home-schools, and we

v . find that to be our biggest problem. One example was a boy that wanted to come in my class. The ¢ounselor
\ told him that was a feminine profession and that he would find only problems in there and'it wasn't for him.
And that’s what he repeated to me, and I have told him—just like | told alf the other boys 1've had—thatin -
any profession you're going to fight something of somebody along the way, and it’s an individual thing as to .~

. what you want to do. _)ﬂ'r
Judy: How do you feel about recruiting nontraditionals to take COSmegq(ogy?
Bonnie: I try to recruit at least a couple of boys in the class, and | think a lot of- vocational schools are trying todo

that now. They have been. It's just when you run into the counselors like § mentioned before and thie
parents’ negative opinions sometimes, you just don‘t want to fight that.

)
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What have some of your successful techniques been to encourage males to take cosmetology?

rea to come and speak and show styling

nd then have some of these male Visitors

h their parents. And so | invite the

e a little bit of rapport with
heir’own

Usually, 4 try to have a male speaKer that’s a hairdresser in the a
and talk just a little about their experiences in our profession. A
that are really interested in cosmetology but they have a problem witl
parents and the male student and have them come in. And then they, get to hav
the person that’s there, and they can tatk to them on.the side and kind of let the kids make up t

mind.

Do you have any words to shafe with vocational educators for whom the concept of having nontraditional

students in class 1s still very new and strange? )
.| think that they also have to come around and come to the classes and see how these kids are workir;g out
and see for themselves. Myself, | always wanted to go into carpentry. That was an art-type thing just like |

am in now; but | had a mate prncipal tell me that | could not—absolutely not—get in carpentry, and | regret
that now. And | feel we all have to change. The world is changing; we all have to change our opinions on
what our beliefs were or what we were raised with. But,you cannot sit behind a desk and say a male cannot «
be a cosmetologist, a female cannot be a carpenter or auto mechanic, sitting behind a desk. You have to go

out and go in all these schools and see how it'sw

~
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\ o OPTION D—VOCATIONAL EDUCATORS X . .
. : ' (What g,welding instructar oo v .
: ‘ . ' has to sy gbout female students.)* .~ . . .
. . b o, . i ! -
Judy: Jim, how long h'zh‘you taught wetding? R o c L.
Jim: . Thiswillbemy sixthyear. = ° . , R ) . ’
Judy: When did you first encounter having nontraditional students in c'lrass? ) ‘ ‘. i -,
P Jim: . | think two years ago we expe}ienced our first girl in our class. She didn’t complete the year with us. . :
< ;o . t T .
Judy: Have you had any students since then? N - . . ' P
- ‘ - e ~ . ” . * '
Jim: Yes, we had two this Iagi year .wh,d‘have completéd the year. d Q .
“ . ‘ ’ . ,f ! " * . !
? . ° Judy: Did you have any cont:eptions,breconceptiens {1l put it that way), when this first young Wﬁrﬁe into your ‘
L course? And oye?(he {ears, have any of thiese preconceptions changed? <
i . Jim: Well, agtually1 kind of*léoked forward 10 having some 'girls'in the course, due'to the fact that there dre some
e - areas tha giris can perform just a little bit better than fellows in soineé of the particular areas in welding.
. ’ ! ~ ) ’ b
-Judy:  What gre thdse areds? ", A C .
. .y ', PN - k& - ‘ : ' )
- . » . . s A .
, v o Jim: That would be.ptobably in the tig areas. I1's a real fine art where you have to hold a'real tight steady arg, and ’
. it's usually not related to too heavy work. And it fits and adapts very well fo the female sex. * .
" . * A ‘. ) R ’
n T .+ Judy: Have yoyfound that the Bresente of young women in welding class has changed your curriculum? - ~r

Jim: Not'partig:u[arly. It stays pretty much the same. It kind of excites the boys a fittle bit—a little bit of disturbance.
¢ .“ there~but.not too bad. I't’s bearable. ‘
. ’ N ' :

sJudy: Does that happe primarjl‘y just at first? Are they testing the sitﬁat’ion, or does it persist throughout the year?

- Jim: . Oh,..pn—marily at first, and.thére'is/ééJme there t:\roughout the year. : .
: Judy: . How do y’c;u, as the instructb'r, deél'with that ;)roblem? o Lo )
( Jim: Well,!generally it p;etty wéll takes carg-of itself in your discipline problemi. When you handle your discipline
. . pretty well; it levels put. - » . . N
<Y | Judy: ‘ : Do yo.u fiﬁd‘that the your;g wom'en are able to handie some of‘ it themselves?
Jim: ' Yes, if they yvant 1o, they'can pretty well quiet a lot of it tt;emselves. - .
- _ Judy:  Are tl'1e young \.NOm(.En"ét a\iisadvantagé:because it is a field they may be unfamiliar with? e , ,
o , ' . o
s Jm: -Maybe yes, and maybe no.‘ln this ;;articular area | think that the chance is there for the gir[ to excel—and . S
probably do as well as the fellows if they really want to put their mind to itbFor instanc, in the last year |

think there have been in aur VICA competition the last couple of years, there has been ayoung jady that has
gone quite far in the competition as far as being against the fellows in the state competition.
L

~

e
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In welding? Well that's wonderful. Have you had any involvement with placmg young women in jobs after
Weldnng training?

We haven‘t actually placed any yet bu,t l don’t anticipate havmg any problems at all } don’t think there wm
be any problems there

Are you in contact with employers who have express.ed a willingness to-hire women?

Do they have any reservations at afl?
No. As long as we match the student to the job there is no problem atail, | don't hntvc:pate any problems at all.

How would you describe -are there any other notable charactenstucs that you feel are responsable for their
doing so well? . :

Well, | thnnk most of these gsrls that we have been nnvohﬁad with have gotten in touch with a little bit of this in
some type of an industrial art$ class, or somethlng, ahead of tlme and created an'interest in it.

Thus tape us going to be shared with vocational education teachers and employer§ around the country. Id be
-interested in what advnce you might have for them, especiaily considering that they may not have had some
experience as you have with nontracjmonal students—

| would say the main thing wbulg‘beJ not to be afraid of it and not try to single anybody out. Let yobr class
goon as it would normaily and treat everybody the same. Don’t try to separate the girls from the fellows and
try to give them special treatment. It would give you friction between them and the guys real quick.

\ . ' -
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OPTION D—VOGATIONAL EDUCATORS

. _ _(What a drafting instructor
- : has to say about female students.) -\ '
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+
Judy: * Curt, how lang have you been teaching here?

Curt: We're starting in on the fifth year now, so |I've completed four years.

I3
o

Judy: When did you first encounter nontraditional students?

.

Curt.  Right away- The first yéar I had three young ladigs in my class when | started. | can’t say that | was too .

surprised by that, because on occasion these have been women in the engineering field toa minor degree.
< !

hd . . 1
Judy Couid you describe experiences with one or two nontraditional students you have had that you think might be
interesting to people who have not had nontraditionals so far in class?

Curt:* The one that comes to my mind first of ail is a young lady in the drafting field. And she went through our
course here—two years of vocational drafting—and she is a leadership type of individual. She has the character- .,

istics of a very outstanding nature, and she has since gone on to be employed in the Columbus area in an -

4 engineering research and development company, which | think is a very outstanding job, the type of work.
There’s a lot of creativity and a lot of responsibility, and she has shown a real leadership.in perhaps what has
peen a man’s field. She’s quite successful. Another young woman is perhaps the bestostudent I've ever had, as
far as the highest grades and the greatest ability, when it cSmes to creative design potential, that type, of thing.

/ And she ts successfully employed here in the Piqua area at a local industry. She just does a terrific job.

' o

Judy: Have you had to provide any extra training for the women who have taken tfie course in dra%?
—— .S\

Curt:  Welf, perhaps, yeah. Weil, there’s been a couple of women in my class that do need some eXtra help.yes.
Because they . . .but | can’t say that that's stricity for women. | can’t zero in and say that the wome\t\need .
-~

the extra help and not the men.

.

.

Judy:  Are there problems of self-confidence in the women who take drafting? - .

Curt: | think.a bittle bit. Because part of our course is highly mechanical in nature. § he young men work on their
cars, and they understand how they work and how they function; whereas generally the women have not as
much. And 1t heips them; this knowledge of how machines operate ﬁelps the men. It gives them a slight
advantage, and the women have to work a little harmﬁgdng that up.-Now, in the architectural field, |
have found that the women have a greater flair for that, when it comes to building, than generally the men do.

1 . -

Judy: Have you been involved in placing nontraditional students in jobs?

« ” " ’

Curt:  Yes, most of the industry, here, they have engineering staffs and drafting positions from time to time available,
And they are more than happy to hire a young woman. Just as much as a man, -

"

Judy: Have you had any role, perhaps along with the guidance counselor, in encouraging women to consider drafting
. asacareer? v T .

’ - .
Curt:  Samewhat. We have the students come through on towhd visit the facilities here, and they stop in and visit
classes. And we have a chance to talk with them then. So we do get in touch with them a little bit that way. Yes,
I do encourage théfn to come 1n and (ook around, ang quite often they’re quite surprised and anxious to come.
L4

e -

Judy:  Thig tape 1s going to be used to share with vocational teachers, and I’'m wondering if you would have any advice
to them if they are at all concerned about girls coming into their cla_ss. et d

»
-
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Curt. ~ Well, | can speak for the drafting-field. | can “t speak for welding. From the poin*sbf view of dréftjng | would
not hesitate to encourage male or female. Really, 1 would treat them basically equal. There’s not-any reason to
treat a temale different from a male in the drafting field. When | look out over my class, | don’t see them as
male and femaie they are just equal 1n my mind because physjcally there is no demanding effort that one can
do Detter than the other. .

s N
‘ v

y Judy:  Have youever expeﬂenced, in class, any-problems with male peers that you'vé had to deal with?

s . - B ‘ * . < -

“Curt.  On a munor degree yeah, sure. : -

" Judy: 0.51 they fall inio i nature of mild sexual harassment, or .. .

-

Curt:  Probably, yes. Cor B
A} . . M R A - [N
~ Judy. = How did you choose to deal with 7t? Couid you share that? . .
. - . ' '
-t - - .
Curf- | very seldom have to step In and deal with it, because these women can handle it. F-3 e
Judy Do they have a bearing that gives a nonverbal message that they are here for business, just like the fellows? !
They aren’t taking the class just to be with boys?
!
Curt: . That's usually the case. They wiil show a professional attitude that tends to put the problem down, and by doing
. that! think it makes the men back off, .
- ' . »
Judy® One last questlon Curt. Wha-?qs your prognosis, or your viéws about the future for wornen going into drafting?
-
Curt. Oh,wn draft;ng It's very bright. | would encourage them to do so. | can’t think of any reason why there couldnt -
be as many worhen as men in the drafting field. They are just as capable.
[’7:‘ 9 v “r - ¢ ’
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OPTION E—TRADITIONAL COWORKERS
o . (What a male carpenter has to say
. about a female coworker.) . - o ’:
- - , ~
. Judy: Ed, what is your occupation? ’ . .
/4 . . h ]
Ed: I’'m a carpenter. -
Judy: How long have you been a carpenter?
. )
Ed: Oh, for the past 15 years. - v
Judy. s this your first éxperience, wdrking at the hospital site, working with a woman?
Ed. No, | worked with a woman on a convention center. in fact, it \}vas the same woman that’s working here on .
the hospital. . v
f . \ '
- Judy: How did you feel about women entering this occupation at first?
Ed- ., | think it’s great. | t_hmk everyt%‘dy should be given the opportunity. | think the women should be gfven the
. " opportumty. | don‘t know whether | would want my wife working; but | think if the woman thinks she can
do the job, | think it’s great. | ’ .
. Judy. Has there beer~any kind of change in i/our attitude about women in this nontraditional trade over the course )
- of time and experience? . )
. ‘ . :
- - . . . '
Ed: Yes, over the course of time there has been a little bit.of a chiange in my attitude towards it, because sometimies
you come into a position or a situation where a woman can’t handle the job or she can’t lift as much as a man.
. That's probably a little disadvantage that she has in the field. As far as her being able to interpret the rules, the »
prints, or read a ruler, do the other functions?f a carpenter, | believe she can. .
.judy: Have their pérforménce surprised you at all? )
Ed: Yes, some of them have\,WelI, you have lazy men and.you have lazy women, but most of the women are ‘doing
their best to outperform the man. ) '
"Judy:  Why do they want to outperform the men, do you think? ) .. .
' Ed: } don‘t know whether they want to.jl think they are just trying to show that&héy can do just as much.
t . Judy: Canyou describe Y problem§ there may have been,at first when the women started working at a construction
site? 0 . . ) ' .
. . - : 7 « Lo
Ed:  There were sevgral probléms, One of the problems—main problems—would bé restroom facilities. There is no
p ¥, separate maintenance—usually a.general contractor doesn’t have a specified area for wbmen or for men. The
women have 1o use the same restroom facilities as a man. In one way that is good, and in one way it’s bad
v .. because if there is no lock or key on the door—and no way for her to close it or a man to close it—it can be a
little bit embarrassing. That’s about it, I think. That’s about the only disadvantage that | can réally sée other N
- than | know the exterior type of a construction worker is supposed to be beer belly and toud mouth and cursing
all the time and smoking a cigar. But that’s not.really so, arid | think the women have made the men act like 4
- men, instead pf a stereotype construction company worker. ) “ s ., ’ N
‘ . @ . S
Judy: Do you think there was any survival testing, or pranks pulled, at first just to test the women's sincerity?f - o -
X o ] i -
" - ' . . ] ~R '\* \ . , j
. R . Y A .
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'm sure there was. | haven’t come across any, but I'm sure there were. .

14
If there was any of this sur\l/wal testing, how do you think that problém has been resolved?
1 don’t know if tt has been solved, but | think as the work progresses—and as th woman works with the man—
| think they can see whether she is capable of doing the job or not. And if she is, then they will accept her.
There won't be any qualms whether she’s a woman or a man. Just so long as she can pull her own weight. Afd
‘tnicks. There were some tricks pulled on some woman, 1 have to say this, down in the convention center. It was
one parucular girl, and they wouldn’t let her eat in the lunch room wijth them. And they gave her a hard time,

,butl think she’s all right now. | felt kind of sorry for her, but they were trying to ostracize her.

Do you think she contributed to that problem?

No, | don’t think she did. | don’t think she contributed to the problent at all. It was a different trade other than
carpenters, and it was sort of a traveling trade’ whete they*traveled around the state doing work. And | think
there you have a stereotype more soO than a carpenter. |t was a pipe fitters, local pipe fmers.

Can you think of any significant events that you think might be worth sharing to people who are just tr¢ing to
think through their own position on nontraditional workers, any significant event that may have involved one

of the woman carpenters here, any success story, er .. 2 .
. . —

4 don’t kn,owa of any significant event. As far as success story, | think a woman-»if she starts the apprenticeship
program and completes the apprenticeship program—| think that is a success story in itself. Because she survived
four years of t?larney, and she has proven herself, and she has done ber job.

< -~ o
In my interview with Raye—| would like to follow that up by asking you—does she do anything particularly to
make her work situation successful, aside from her apparent great skill? * !

No, there's nothing sign’ufgy&. She just does her job; | just feel she does her job. That's about all that is expected

of anybody.

Do you think communication skills plays any part in_her relationship with other w_orke?s?

There 15 reaily nothing different about the way she works, talks to the other workers, or handies herself, other
than the fact that she is a female. There is nothing different in her mannet. Of course, she doesn’t walk like a
map,or have a gruff voice or whatever-have-you. She, she’s a woman, and she is just, justin a man's job; but
she 1s doing herself, proving | guesyto herself 4nd to a lot of other people that shg can do it.

~

Does she have a sense of hum%r7 o
. . «,

~ -
Oh, definitely, she has a sense of humor. She’s a great person. | kind of like Raye. |'ve met her husband, and |
kind of like the both of them. " .

s

If vou were asked to talk to a vocational educaion class, what wouiys/.ou say to traditional and nontraditional
students alike about this whole issue of people oing into an occuaption not usually associated with their sex?

)

1 would say, foltow your heart. If you feel'that you can, don't let anything stop you. There is nothing that is
going to stop you from doing anything really, whether it be a woman or a man.. There is no field that anybody
really couldn’t handle, if they put thewr mind to it, whether it be this profession or another type.

5
g N

. . A ' . - . . . .
Would you like to make any comments at all to vocational educators or employers about this same issue of ]
nontraditional workers? .

167 . |
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Ed. The only comment that | probably would make is encourage them, That is probably the key word. But that
goes along with a man apprentice, a man apprentice also. See, when you are an apprentice, you are not '
supposed to really know a lot. You are supposed to learn. And the problemxig:a lot of people don’t like to
take the time to teach anybady anything, because they are so wrapped up in doing their own job. If they

! *  took the tme to encourage someone, to still push them along, that would probably be the key word—

encouragement,
Judy:  Would you work with a woman again?

Ed: Definitely. Why definitely, sure!

[
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OPTION E-TRADITIONAL COWORKERS
(What a woman administrator and woman supervisee
have to say about a.male day care administrator.) .
Judy: | am interviewing two women who work at a day care center. Could each of you describe briefly what your
position 1s here at the day care center? Lugene first.
Lugene:  1I'm the head teacher of the five-year-old classroom. * \
Judy: ~ OK, Rhoxda. ’
N = . 3 [l
Rhonda  1’'m the associate director of the day care center,
. .
Judy For each of you, 1s this your fitst experience working closely with a man in this area?

Lugene’  Yes, rt1s for me. kt's the first time.

. Rhonda * Yes, n this position. |'ve worked with males in positions that are not equal to mine—in other words, as either
my supervisees or they have completely different backgrounds—hut not with a male on the same plateau as me.

<

Judy: 1'd appreciate very much if you would be willing to share how you feit abourt this relationship at first.

Lugene:  Well, | had just graduated from college, and in my classes there were several men. So really | didn’t think
anything about it. t thought, well, 1t’s the-first time | ever worked with a man in a situation like this, but |
was aware that men are becoming more and more interested in education. ~

“x *

Rhonda:  Knowing his credentials, | think i.felta little§n awe of him. | felt like | needed to hglp him"more than | really

' did need to help him, becaase he was just very quick to adapt“and very quick to get jn and get his program
going. ' N
T

M ~

Judy:. T see you nodding your head, Lugene. Are you", .-

Lugene: T agree‘ﬂmﬁ\ what Rhonda said because | felt more or less the same way at first.
Judy: Is 1t a situation of fear-of the unknown, perhaps?
Lugene: " Yes, the unknown and the inexperience. | fust hgd not had the experiencé of doing it, and | think people have
: ) a tendency to think, *’Well, this is a litud out of the ordinary. Is there something wrong-with the whole ’
+ situation?’, " . g L
, Judy: Could you describe your expectation now of a man in such a nontraditional role?

Rhonda: " Well, | expect that we’re going to see a lot more men working in day care now. nd | think that they are *
. going to be very aggressive wheri-they move into their positions. And they are not going to need us to help’
oo them along and get them acquainted with day care, because they are going to be very knowledgeable of day

. «care themselyes.

. _Judy:” _ Whats Steve’s position here? ,

Aruitoxt provided by Eic:

. Rhonda® He’s the prdgram diréctor. ’ - . P
Judy: " .The prog'ram director. In that capacity, what kinds of things is he responsible for?
.o : . 33
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> give them the same affection that your teachers who are all female will give the children.”
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Rhonda. He s responsible for the educational component of the program. The teaching staff, the educational
materials and equipment, everything that has to\do with the.daily scheduling ang working with the children.
He's expected to be able to fill-in as a teacher as well as supervise all the teachers. .

Judy Have you expenienced, esther of you, any problems because Steve is a man in a nontraditional role?
Both. - No. ‘ ) ’ ,

-¢ - '
Judy* Another way of getting at the area that i’'m interested in is to ask you, could you describe any advantages

or disadvantages to_the work situation because he is a man?

M «

Lugene- Well, { can think of many advantages, but one in the classroom, when he’s with the children, he just loves
wthem so much and he has so much to offer t'hem. You know, when he talks to them, sometimes they even
listen more because, | think, he ts 8 man and he has, you knqw, a sterner voice.

Rhonda And a ot of our children that we serve are single parent families. And a single parent family in this agy and
age i1s mainty the mother and children. And so, lots of these children don’t have a male image to look up to,
and Steve in the Center will represent a male image for them to look up to. And | think that that’s a big plus
for us, having both tmages on board—the mother and the father image.

Judy" Have other colleagues of yours ever talked much about the fact that the program director is a man?

.Lugene.  There were never any snide remarks or anything. 1t was just an accepted fact that he was here.

Judy Do you think that Steve does anything particularly to make your work relationship successful?

Rhonda® He histens to us He listens to our ideas and our suggestions. He doesn’t just cut us off and say, "'I’'m the
program director and this Is the way |’m going to do it.” . : )

N

Judy: . He doesn’t sound chauvinistic at all.

Lugene. * | wouldn’t accuse him of that. ,

. -

Judy" How do parents react to, or are they aware of, Steve's role?
. .

Luqene: 1"hey are'd;famtely aware. He makes himself known to the parents.

Rhonda: We had quite a mixture of feelings among the parents when he started. We had no program director before
that.When he started implementing some of the new ideas that he had, they were reaily, some of them thought
that was really terrific. ““Why haven’t we been doing this all along?’’ And others said, "Well, miy problems
with the program started when you hired your programr director.”

Tt . T [\ .
] -
Judy* Well, were these concerns based on his personality, or were they based on the fdct that a man, can he fulfilt
this function dealingwith little children?

Rhonda: » Some of 1t was. Some of 1t was his bhi|osophy, and some of 1t was that e was a male, and they were saying,
. "You can't know how to handle my children.”-And some of the parents were saying, "'You’re not going to

Judy: . Have you noticed any appreciable change in the attitude of parents who were somewhat skeptical at first?

RKonda: Yes. Those parents have either since left the progra.m to find something that they were satisfied with, or

they've adapted and learned more about his program and his'philosophy and been converted to it, really.
J
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n class trying to prepare for a work world in which

Judy- What would you say'to students in a vocational educatio
What would you say to ther about communication

they are going to be working together—men and women?
on the job?

Rhéhda:  The first. thing, be open-minded and be willing to listen tb what the other person has to say. Maybe you woﬁt
agree with it:at the very beéginning; but if you listen to him and listeh to his reasons? quite often you can see ‘
yourself compromising or even changing yous viewpoint. But if you’re pot going to be open-minded, you’re .
not going to be able to communicate, because it's only going to be “I”” and what “1"" want and what "'l”" say

1S important.
\

Judy: 'm also interested in what adwice you might have for vocational educators in terms of their preparation of

nontraditional students.
job that

Rhonda: | would not want a vocational education teacher/trainer to discourage from trying anything. Any
walls

’ may be all male now, or all female now, should be tried. And you’re going to:run into some by
) probably, because there are people who are prejudiced and stereotype everybody.

i

. L4 - »”
You have to prepare yourself to assume that you an going to be under attack. Expecy/'that, more or less. ]

Lugehe.
And like Rhonda said, you just face the problems hdad-on. .
N Judy . I'malso interested in what advice you might have to give taempjoyers who may have nontraditionals ‘o -
applying for jobs, - t
Lugene | would hope employers would fook past that. {.would hope that they would not view that as a prerequisite
for employment itself. | mean, that' seems really just narrow-minded, If a person has the capabilities and he
has the education to perform in the classroom, Wwhy not hire that person, whether male or female? | don’t
see what . . ~ <
Rhonda: | would tell the employer to look over the interview screening techniques and the questions that they ask
their applicants. And tf they are not open enough to ook over those themselves, give them to an outside
person who can look over ther interview screening checklist, or the questions they ask their applicants.
Because lots of times you would be surprised at how those are very stereotyped questions that can really, o
a nontraditional type of employee could really ge‘torn apart answering some of those .. . or put on the .
. defensive immediately. And there-you go. .
Judy Would both of you, or each of you, work for or with a man again? ; i
.

Rhonda. Oh, definitely. T

. Lugene.  Oh, yeah, /
: ' L

Aruitoxt provided by Eic:
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RECRUITMENT/INTERVIEWING ROLE PLAYS '

N

I

L

Directions for Facilitators:

For each réle-play participant, cut the character’s role-play tasks apart and distribute.

_._.___________.__—_——_.___.__

” " ROLE PLAY NO. 1 — ROGER

3

; Task A: Your class is about to take a typing speed test. Speed tests always make you nervous
because it’s.hard.to.avoid.mistakes.. You.aren’t.sure you understand the directions
Ms. Dimetri gave. You try to get her help before she sets the timer. N

7\ . Task B. Sameas Task A, - ,

. ’ ROLE PLAY:NO. 1 +~ MS. DIMETRI

Task A: Role play a scene between you and Roger. You are weary of Roger’s ngeq’for
- attention. But when Roger comes for help, you grudgingly put up with it because .~
he's a male. You believe females naturally surpass males in finger dexterity and ~ X

attention to detail. You feel put upon that you have to have Roger in class.

Task B: Role play again the scene between you and Roger. You want the class to take their °

: daily typing speed test. Since you're starting a,new unit today, the class time.is

¥ . planned to the brim. Now Roger is trying to get your attention again. iou dre weary
of this behavior, so be determined to deal with it in a way that helps Roger and you.

-— o — — - -—————.——————.————_——.—_—_
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Task A:

Task B:

Task A:

Task B:
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Option B ,

ROLE PLAY NO. 2 — TRUDY

You have failed your first test in mact?e}baxa.\This depresses you because you
desperately need a good job to support your chilaren. Now Mr. Cozad, your
instructor, has asked you to a conference. Try to convince him to give you extra
help with the math. You don't think you can make it witflout help.~

~

Same as Task A. : - ' N

ﬂ—_.....r”‘__.__.l-_

__.__._______.__._——-.————._..__.

ROLE PLAY NO. 2 — . ' -
MR. COZAD, MACHINE SHOP INSTRUCTOR

A

Role play your conference with Trudy. You want to put her in her placé‘; If she's
determined to be a machinist, she’s going to have to pay the price. Sure you'll dive

her some extra help—if she’ll agree to SOme sex. You're not going to let any woman -
manipulate you. We’'ll see how badly she wants a ma;n’s job. N

Role play again your conference with Trudy. You‘re open-minded about her ability
because you understand that-she hasn't had much exposure to math. Unfortunately,
you have a tight schedule that doesn’t allow much time to work with Trudy. Help

- her deal with her discouragement and discover ways to solve her career problems -

without giving up on the machine trade. , )

ROLE PLAY NO. 3 — JUSTINE ' , N

You aren’t happy in the(preapprenticeship program for construction trades. The
trouble is that your male classmates ignore and exclude you.,Now, Mr. Willis wants
to talk to you. Now's your chance-to ask for his advice. You wonder whether you
should drop out—will it always be like this as a woman carpenter?

Same as Task A. .

_____._.__—._._-__.——_._.____.—-__._._.___.__.._——_
~

ROLE PLAY NO. 3 — MR. WILLIS

Role play the conversation you request with Justine. You want to tell Justine that
you expect the same performance from her as from the males in the class. Don’t be
very sympathetic because your philosophy, especially where nontraditionals are
concerped, is sink or swim. After all, that’s the way it is in the work world.

You are aware that Justine seems isolated from her male classmates. Meet with her
now to discuss the problem. Offer sugges;ions to her for getting along-and propose
what steps you're prepared to take to hefp her improve the situation. .
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N ROLE PLAY NO. 4 — FRANK

Task A: In your evaI‘u“ation with Dr. Philligs, talk over the incident that just thappend in

class. Try to communicate why you wish Dr. Phillips had treated you differently. N

Ask.him for clarification of your responsibilities.

Task B: Same as Task A. N . .

ROLE PLAY NO. 4 — DR. PHILLIPS

Task A: You don’t think there's any excuse for Frank’s performance during the class demon-
stration. On the job a man simply doesn’t behave that way. First of all, a man must
speak up when something’s wrong with supplies or take the initiative to get the
needed supplies. Secondly, a man is tough and can take criticism. No wonder Frank's
chosen a woman'’s occupation. . ,
/ Task B:  You believe Frank is too defensive abdut criticism. In your evaluation, discuss with

' him the need to take things in stride so that patients won't get the best of him. Remind
him that_y0u'correct all the students publicly so that others can learn from their
mistakes. Encourage Frank to distinguish between comments about fiis work and his
own self-worth. Explore ways that will help Frank build his self-confidence to speak

up when he needs supplies and -not overreact when something goes wrong. .
‘ L ROLE PLAY NO. 5 — HARRY E
, ' Task A: You try not to lose your temper.%‘ht you have almost run out of patience with the

harassment from clagsmates. Mrs. Hightower has asked to talk to you, but you're
reluctant to complain. That would be unmanly. You'd rather drop out first.

(Theteg is no Task B for this role play.)

__—.._._—-..______.———.——.—.———————.—.—.———————__——__
.

¢ ROLE PLAY NO. 5 — MRS. HIGHTOWER’

Task A: ‘Role play the scene between you and Harry, You want to help Harry, but you're
aware that he’s a very private person. You're afraid it would embarrass him to
lecture the class on their behavior. In your meeting with Harry, offer suggestions
to him for what to do and propose what steps you're prepared to take. You are

‘ . concerned to deal with this problem and encourage Harry's talent.

(There is no Task B for this role play.)




! Task B:

__.————__...._...._-_—____—————_..—__.——________..———-

o thion B .

ROLE PLAY NO. 6 — DORIS

You are determined to work on cars. Try to convince your teacher Mr. Sanchez that
there are ways to compensate for your size. Remind him that sd. far you've excelled

.in class. . .

Same as Task A. ’ Co )

—.-,—._————.——————.——...__—————

R i
ROLE PLAY NO.-6 — MR. SANCHEZ .

You're afraid that having Doris in auto mechanics will create extra problems for

yourself and the class. Tell her that she’s not strang enough to Jse a mechanic and
that the only way you’ll accept her as a student is in traihingto be asparts manager.

You don’t want to see Doris get hurt. Therefore, ask her to consider training to be
a parts manager. At the same time you're aware that she has shown ability and
genuine interest, and you don’t want her to think you’re discriminating against her,
Be prepared to reach a compromise splution that will enable her to do the course
work if she decides to enroll (e.g., special tqols, colla.borative assignments).

: " Role Play Cards I11-1 .
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